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ABSTRACT
Employee engagement is how employees think, feel, and form intentions to
decide behavioral actions. A review of related literature indicated a central tension
between employees and the work environment requires psychologically adapting and
adjusting to cope with their perceptions of internal and external conditions. The
employee’s goal is to stay as close to their authentic self as possible within the
organizational environment to maintain their well-being. The psychological process
comprises a temporal dimension represented as time perspective in this study. The
purpose of this research is to determine if a relationship exists between employee
engagement and time perspective.
This nonexperimental, cross-sectional, correlational study examined the
relationship between employee engagement and time perspective. Eligible participants
completed two internet-based surveys administered through Amazon Mechanical Turk.
Participant eligibility criteria included employees who were 18 years or older and worked
in the United States thirty-five hours or more per week and had been in their current
position one year or more. The statistical analysis consisted of correlational and multiple
regression analysis procedures to address the research objectives.
The findings indicate that past-positive, present-hedonistic, and future time
perspective variables were significantly related to employee engagement, while pastnegative and present-fatalistic were not. An increase in the past-negative orientation
indicated decreased employee engagement, and present-fatalistic had no relationship with
employee engagement. The multiple regression analysis showed the predictor variables
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of past-positive, present-hedonistic, and future predicted 34% of the variance in
employee engagement.
Exploring the psychological processes of forming an individual’s mental
experiences offers organizations knowledge to pursue a holistic approach in developing
employee engagement, thus complementing the current employee engagement research
strategies.
Keywords: employee engagement, time perspective, human capital development,
management, well-being
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CHAPTER I – INTRODUCTION
Deloitte Insights 2020 Global Human Capital Trends survey reports 73% of
business and human resource leaders propose organizations as the entity in society
primarily responsible for workforce development. Even “outranking the responsibility” of
the employees’ role and "far exceeding the deemed responsibility of educational
institutions, governments, or professional associations and unions" (Deloitte Insights,
2020, p. 74). Successful organizations understand the benefits of developing human
capabilities for the workforce through employment, resulting in positive individual and
organizational outcomes (Deloitte Insights, 2020; Lenderman, 2018; Lopez et al., 2019;
The Conference Board, 2020; Turner, 2020). However, in the present economic climate,
technological advances, shifts in demographics, and workforce changes affecting the
work setting create challenges in developing the workforce for both the organization and
its employees (Bureau of Labor Statistics, 2021; Turner, 2020; Vial, 2019; Webster &
Ivanov, 2020).
The organizational complexities arising from forces impacting the workforce
require employees to continuously adapt to new environments with greater demands
(Claus, 2019; Deloitte Insights, 2020; Fleming, 2017; Morgan, 2017; Turner, 2020). The
pressure creates traumatic experiences for employees, manifesting as workplace stress
(Foy et al., 2019; Okkonen et al., 2019; Petkovic & Nikolic, 2020; Turner, 2020, p. 188).
The American Psychological Association (2018, 2020) reports, in the United States,
people with workplace stress rose from 64% of the workforce in 2018 to 70% in 2020.
Workplace stress drains the economy and presents high costs to organizations
(Hellebuyck et al., 2017). Additionally, stress causes physical and mental health
1

problems diminishing an employee’s psychological abilities to engage (Bourdon et al.,
2020; Eddy et al., 2017; Goetzel et al., 2018; Hanson et al., 2017; Hellebuyck et al.,
2017; Ipsen et al., 2020; Petkovic & Nikolic, 2020; Pfeffer, 2018; Rastogi et al., 2017),
affecting motivation and productivity (Shuck et al., 2015). The high levels of workplace
stress signify the importance of creating human capital initiatives to meet the needs of
both the organization and the individual (American Psychological Association, 2020;
CISCO, 2020; Deloitte Insights, 2020; Turner, 2020). Deloitte Insights (2020) reports
96% of the business and human resources leaders from 115 countries believe well-being
is the company's responsibility; therefore, how an employee experiences the work
environment requires attention.
To meet these challenges, organizations prioritize engagement and the employee
experience (Deloitte Insights, 2020; The Conference Board, 2020; Turner, 2020).
Employee engagement is a "positive, active, work-related psychological state
operationalized by the maintenance, intensity, and direction of cognitive, emotional, and
behavioral energy" (Shuck, Osam, et al., 2017, p. 269). Engaging "causes less stress,
more creativity, and profitability" (Shuck, 2019, p. 59). Shuck and Reio (2014) report
employees with high levels of engagement display increased psychological well-being.
Employee experience is “the intersection of employee expectations, needs, and wants and
the organizational design of those expectations, needs, and wants” to create a favorable
environment (Morgan, 2017, p. 8). Employee engagement considers the psychological
experiences and how individuals form intentions to engage or withdraw personal
resources (Kahn, 1990, 1992, 2010). Employee experience encompasses the physical or
external environment created by the organization, such as flexible work arrangements,
2

shortened work week, chat rooms, and physical workspace designed for employee wellbeing (Deloitte Insights, 2020; Morgan, 2017; Turner, 2020).
Psychological engagement is primarily a feature of the individual's nature and
internal willingness to become engaged (Shuck, 2019; Turner 2020). However, how
individuals experience the workplace “is subjective because human beings have
emotions, different perceptions, attitudes, and behaviors” (p. 9). Without understanding
an individual’s psychology, the difficulty remains in designing the environment and
creating strategies to develop employee engagement (Deloitte Insights, 2020; Morgan,
2017; Shuck, 2019; Turner, 2020).
Employee engagement's psychological state emerges through the employee's
interaction and perception of the work environment (Imperatori, 2017; Joo et al., 2017;
Kahn, 1990; Shuck, 2019; Turner, 2020). An employee’s internal perception of
psychological and external experiences shapes how one thinks and feels about the work
environment and ultimately forms intentions to engage personal resources towards
organizational initiatives (Shuck, 2019; Shuck & Reio, 2011; Shuck et al., 2018).
However, no two individuals share the same perception or process internal or external
events in the same way or with the same outcome (Bailey et al., 2018; Bianchi, 2018;
Bonano & Burton, 2013; Kahn, 1990; Lee et al., 2020; Marrow, 1969a; Marrow, 1969b,
Medrano & Trogolo, 2018, Nimon & Zigarmi, 2015; Shuck, 2019). Time plays a role in
how one perceives events (P. Zimbardo & Boyd, 1999).
The research defines time perspective as an “often-nonconscious process whereby
the continual flows of personal and social experiences are assigned to temporal categories
or time frames that help to give order, coherence, and meaning to those events” (P.
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Zimbardo & Boyd, 1999, p. 1271). Time perspective suggests memories and thoughts of
future expectations influence present moment perceptions, emotions, and actions (P.
Zimbardo & Boyd, 1999). An analysis of an individual's temporal structuring, or rather
the intensity of specific features of the time perspective construction, is an "important
source of knowledge about that” individual (Sobol-Kwapinska & Jankowski, 2016, p.
1512). Time perspective may add knowledge to understanding the process of forming
intentions to positively influence one’s work environment's perception (Bowles, 2018;
Stolarski & Witowska, 2017). Empirical data supports the claim that time perspective
may influence a majority of human behaviors and psychological states and has numerous
clinical and practical applications (Bowles, 2018; Boniwell & Osin, 2015; Kostic &
Chadee, 2017; Nuttin & Lens, 1985; Ortuno & Cordeiro, 2013; Stolarski, Fieulaine, &
Van Beek, 2015; Strathman & Joireman, 2015; P. Zimbardo & Boyd, 2008; P. Zimbardo
& Sword, 2017).
Background of the Study
Three decades of scholarly research regarding engaging the workforce offers
various constructs differing in theoretical frameworks, definitions, names, and
measurement tools (Bailey et al., 2017; Kahn, 1990; Imperatori, 2017; Motyka, 2018;
Saks & Gruman, 2014; Shuck, 2019; Turner, 2020; Truss et al., 2014). Similarly, wellknown practitioner research differs (Aon Hewitt, 2017; Gallup, 2021; Quantum
Workplace, 2020; The Predictive Index, 2019; Willis Towers Watson, 2018).
George (2009) claims engagement research asserts the more engagement, the
better. Macey and Schnieder (2008) point out that engagement definitions propose high
levels are a desirable state. Other researchers suggest if engagement levels are too high,
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an undesirable condition occurs (George, 2011; Korner et al., 2012; MotiveX, 2017;
Purcell, 2014; Welbourne, 2011). Being overly engaged may potentially harm the
individual or organization (George, 2011; Macey & Schneider, 2008; Moeller et al.,
2018; Schaufeli et al., 2008; Van Beek et al., 2012). Macey and Schneider (2008) argue
that people cannot expend their energies at the highest levels without recovery. George
(2011) asserts that high engagement levels require sacrificing areas outside of work, such
as home life, affecting their well-being. Additionally, Moeller et al. (2018) claim
individuals with high engagement levels suffer high levels of burnout. Those individuals
experiencing burnout distance themselves from their work roles (Van Beek et al., 2012).
Moreover, key participants vary in perspectives on the primary goal necessary to develop
engagement (e.g., individual, team, or organizational level) (Jeske et al., 2017;
Khodakarami et al., 2018; Saks, 2017; Turner, 2020).
Over the last five years, efforts to explain the relative impact of organizational
strategies to increase engagement recognize work stress as negatively affecting employee
well-being (Frith, 2017; Gray, 2016; Hellebuyck et al., 2017; Korn Ferry, 2020;
Imperatori, 2017; Shanafelt & Noseworthy, 2016; van Mol et al., 2018). Others suggest
engagement programs serve as a quick-fix (Maltese, 2018; Ready, 2019), and companies
fail to act on engagement survey data causing employees to resent responding to surveys
where no action or sharing of results occurs (Ready, 2019; MotiveX, 2017). Additionally,
companies highlight employee engagement as a human resources initiative causing other
departments to disregard or fail to follow through on engagement initiatives (Maltese,
2018). However, the numerous definitions, measurements, and multi-level focus (e.g.,
individual, team, or organization) make it challenging to transfer into a practical
5

application (Bailey, 2016; Bailey et al., 2017; Christian et al., 2011; Saks, 2017; Saks &
Gruman, 2014; Shuck, 2019; Turner, 2020). For instance, creating and implementing
engagement training, interventions, or initiatives that are most effective for the
organization and meaningful for employees continues as a challenge (Anthony-McMann
et al., 2017; Jeske et al., 2017; Keenoy, 2014; Saks & Gruman, 2014; Saks, 2017; Shuck,
Osam, et al., 2017, Turner, 2020).
Nonetheless, the vast body of engagement literature confirms the positive
outcomes of engagement as a source of well-being, positive attitudes at work, and
antecedents of business success (Harter et al., 2002; Imperatori, 2017; Saks & Gruman,
2014; Xanthopoulou et al., 2012). Scholars and practitioners agree engaging the
workforce provides numerous benefits for the individual and the organization (Aon,
2018; Bailey et al., 2017; Gallup, 2021; Imperatori, 2017; Saks & Gruman, 2014; Shuck,
2019; Shuck, Osam, et al., 2017). Engaged employees suffer less from stress and work
more positively, which improves organizational culture and performance (Buric &
Macuka, 2018; Hazelton, 2014; Shuck, Adelson, & Reio, 2017). Stress, work-related or a
person's life outside of work, causes increased employee disengagement and a decline in
employee productivity and workplace performance (Voci et al., 2016). Guest (2018) and
Pfeffer (2018) report that organizational performance and employee well-being are
connected, each playing a role. Thus, organizations desire an engaged workforce (Turner,
2020). “Examining employee engagement at the micro-individual level is a win-win
approach in both the employee and organizational perspectives” (Imperatori, 2017, p.
38).
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Current engagement initiatives rely on an employee choosing to engage with the
work environment (Deloitte Insights, 2019; Morgan, 2017; Shuck, 2019; Turner, 2020)
without understanding how employee engagement develops or translates into practice
(Shuck, 2019). The current reliance on external methods in motivating an employee to
engage at work has a low return rate (Imperatori, 2017; Morgan, 2017; Shuck et al.,
2018; Turner, 2020). Studies suggest investigating holistic approaches to increase and
sustain employee engagement by including employees' subjective experiences and the
strategies external to the individual (George, 2010; Imperatori, 2017; Kaiser & Schulze,
2018; Morgan, 2017; Turner, 2020).
Engagement research commonly uses the term employee engagement for
numerous engagement constructs. However, the construct of employee engagement is an
active, work-related positive psychological state operational through the strength and
proportional focus of cognitive, emotional, and behavioral energy (Shuck, Osam, et al.,
2017). As a psychological state, being engaged in the work setting is internal decisionmaking at the individual level (Shuck, Osam, et al., 2017; Shuck & Wollard, 2010;
Wollard & Shuck, 2011). Thus, central to employee engagement is the individual as a
human being (Kahn & Heaphy, 2014; Shuck, 2019).
With organizations in the United States spending 83 billion dollars on training
(Mazareanu, 2019) and considering high workplace stress levels, determining the most
effective human capital initiatives remains crucial to organizational success (Weiss,
2018). As organizations engage the workforce, a need exists to pursue initiatives that
stimulate an employee’s potentially underutilized personal resources (Patel et al., 2017),
such as sustainable psychological levels (Graffigna, 2017; Lee et al., 2020).
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Some workplaces remain more stressful than others leading to normalizing
disengagement, while particular individuals remain more resilient (Kahn, 2019; Wollard,
2011). Organizations may or may not have a system for interventions, while others could
worsen stressful situations (Wollard, 2011). Consequently, employees require
psychological abilities to flourish to ensure organizational success (Schaufeli, 2014).
Shuck (2019) suggests exploring how employees think about work's meaning,
safety and how they form intentions to behave positively towards work tasks. The
underlying constructs remain a challenge to measure and track because the decision to
engage at work relies on an employee’s interpretation of the environment (Morgan, 2017;
Shuck, 2019, p. 77; Shuck & Reio, 2011). Studying how an employee thinks remains a
subjective approach in line with the call to research human automaticity and human
beings’ nonconscious processes' role when examining engagement constructs or human
behavior in its setting (Eldor et al., 2017; George, 2009, 2010, 2011; Lewin &
Cartwright, 1951).
The importance of nonconscious processes and human automaticity reduces
complexity at the level of conscious processing. The process allows the brain to select
from everything learned through internal and external experiences into what is necessary
to create a meaningful conscious understanding of one’s present circumstances (DrespLangley, 2012; Kahn, 1992; Schiffer, 2019). The guiding assumption of Kahn’s (1990)
study comprises the claim that “people are constantly bringing in and leaving out various
depths of their selves during the course of their workdays” to express or defend
themselves (p. 693-694) upon the nonconscious assessment of the meaningfulness,
safety, and psychological availability within the work environment (Kahn, 1992).
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According to William Kahn’s (1990, 1992) seminal studies of personal engagement and
disengagement, this process comprises a temporal dimension whereby being fully present
in the moment requires referring to the past and future in shaping the immediate
understanding of the present moment. Individuals engage or withdraw proportionate to
their cognitive, emotional, and behavioral energy to protect themselves and their wellbeing (Kahn, 1990; Shuck, Osam, et al., 2017). The process's significance remains a
psychological effort to stay as close to their authentic self as possible within the
organizational environment by adapting and adjusting to the environment (Khan, 1990,
1992).
Research confirms little knowledge about how engagement develops in practice
and which human capital investments stimulate internal motivation to apply or withdraw
personal resources to engage at work (Anthony-McMann et al., 2017; Jeske et al., 2017;
Keenoy, 2014; Saks & Gruman, 2014; Shuck, 2019; Shuck, Osam, et al., 2017). A
starting point in understanding how engagement develops begins with understanding how
an individual psychologically experiences the work environment and the influences
affecting intentions to engage or withdraw personal resources (Imperatori, 2017; Kahn,
1990, 1992; Lee et al., 2020; Shuck, 2019).
Field theory proposes a differentiating aspect of how one psychologically
processes internal and external events: an individual’s time perspective (Frank, 1939,
Lewin, 1935, 1936). Time perspective theory is the knowledge that our memories and
thoughts of future expectations influence our present moment perceptions, emotions, and
actions (P. Zimbardo & Boyd, 1999). The psychological processing of memories and
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future expectations in the present moment is unique to the individual and central to
employee engagement (Kahn, 1990, 1992; Shuck, Adelson, & Reio, 2017).
The construct of employee engagement relates to an employee’s psychological
experiences in the work setting (Shuck, 2019). This study focuses on how employees
psychologically engage in the work environment considering an individual’s time
perspective. Both employee engagement and time perspective literature support the role
of cognitive processes as a significant factor influencing the meaning, or mental
representation, derived from environmental events and formulating intentions for an
individual to behave in a specific manner (Bolotova & Hachaturova, 2013; Nimon &
Zigarmi, 2015; Shuck, Adelson, & Reio, 2017; P. Zimbardo & Boyd, 1999). This study
explores the potential relationship between employee engagement and time perspective.
Previous management research examines the individual’s temporal influence
relative to work and the organization (Shipp, 2015; Shipp & Aeon, 2019; Shipp & Fried,
2014a; Shipp & Fried, 2014b); such as managerial strategies (Kaplan & Orlikowski,
2013), unfair treatment (Cojuharenco et al., 2011) and employee downtime (Kaplan et al.,
2018). Additional study’s focus on the implications of the temporal direction of the
organization (Levasseur et al., 2020; Shipp et al., 2009), temporal intricacies of job
engagement through the perception of fit and organizational identity (Hernandez &
Guarana, 2018), and supervisor team fit in the past temporal direction of supervisors’
leadership behaviors (Briker et al., 2020).
Previous research on individual time perspective focuses on motivational and
goal-oriented aspects of future time perspective, leaving out the past and present temporal
frames (Andre et al., 2018; Froehlich et al., 2015; Henry et al., 2017; Kooij et al., 2017;
10

Kooij et al. 2018; Nuttin & Lens, 1985; Rudolph et al., 2018; Taber, 2013; P. Zimbardo
et al., 1997). Work engagement studies examining the role of future time perspective
explore employee goal orientation, job crafting and job performance (Kooij et al., 2017),
affective commitment on work engagement (de Guzman & Dumantay, 2019), job
performance and support (Barbieri et al., 2016), age discrimination at work (Vuori et al.,
2019), achievement goals (de Lange et al., 2008), employee characteristics supporting
organizational behaviors (Wojtkowska et al., 2019) and career variables (Taber, 2013).
Hence, the focus of these studies consists of work activity, the work tasks, and one aspect
of an individual’s time perspective, the future. This research specifically examines the
influence of an individual's time perspective, each independent orientation and multitemporal assessment, and its potential relationship to the psychological state concept of
employee engagement. The goal remains to explore how the psychological state of
employee engagement forms.
Statement of the Problem
Ideally, existing organizations create human capital strategies to improve
employee engagement and create a work experience employees find favorable (Morgan,
2017). An employee's positive perception of work experiences forms positive intentions
to contribute to an organization's success and well-being. However, experiences remain
subjective and require an organizational understanding of the psychological factors
influencing an individual to engage, thus gaining insight into how employee engagement
develops and which initiatives work best to ignite internal motivation (Shuck, 2019;
Shuck et al., 2018; Turner 2020).
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In reality, organizational strategies to improve employee engagement are not
creating a work environment that employees perceive as favorable, evidenced by the
approximately two-thirds of disengaged employees in the U.S. labor force, which hinders
overall organization profitability and employee well-being (Harter, 2021; Johnson et al.,
2018; Rastogi et al. 2017; Robertson & Cooper, 2009; Schaufeli et al., 2008; Shuck &
Reio, 2014). Shuck (2019) argues that researchers and practitioners must understand how
the subjective experience of employee engagement develops. Thus, psychological factors
influencing employees’ perceptions require additional exploration (George, 2010;
Imperatori, 2017; Morgan, 2017; Turner, 2020).
Consequently, the workforce will suffer from diminished employee engagement
without understanding the psychological conditions necessary for employees to engage.
These conditions reduce organizational performance and employee well-being (Bailey et
al., 2015; Harter & Stone, 2012; Rastogi et al., 2018; Rich et al., 2010; Shuck, 2019;
Shuck et al., 2011; Shuck, Adelson, & Reio, 2017; Turner, 2020; Xanthopoulou et al.,
2009). Employees may continue to withdraw their personal resources necessary for
employee engagement in the work environment (Kahn, 1990, 1992).
Purpose of the Study
The purpose of this study is to determine the relationship between employee
engagement and an individual's time perspective. The basis of employee engagement
involves the individual’s personal psychological experience and the distinctive
interpretation of the work setting (Khan, 1990,1992; Shuck, 2019; Shuck & Reio, 2011;
Shuck & Wollard, 2010). The study examines time perspective as the temporal influence
in how employees develop their psychological state of engaging or withdrawing personal
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resources (Kahn, 1992). Exploring the psychological processes forming an individual’s
experiences offers organizations knowledge to pursue a holistic approach in developing
employee engagement, thus complementing the current engagement research strategies
external to the individual (Imperatori, 2017; Kaiser & Schulze, 2018; Morgan, 2017;
Turner, 2020). A review of the current literature supports a potential relationship between
the variables.
Research Objectives
The research objectives describe what the research is trying to achieve and stem
from a relevant literature review. Specifically, RO1 describes the demographics, RO2 –
RO6 determines an individual’s level of attention to particular time orientation and its
relationship with employee engagement. Also, RO7 determines the predictive association
between employee engagement and time perspective.
ROI: Describe the demographic characteristics of participants by age, job tenure,
gender, and industry.
RO2: Determine the relationship between past-negative time perspective and
employee engagement.
RO3: Determine the relationship between past-positive time perspective and
employee engagement.
RO4: Determine the relationship between present-fatalistic time perspective and
employee engagement.
RO5: Determine the relationship between present-hedonistic time perspective and
employee engagement.
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RO6: Determine the relationship between future time perspective and employee
engagement.
RO7: Determine the relationship between the orientations of time perspective and
employee engagement.
Significance of the Study
A study’s significance describes the importance of the problem for different
groups that may profit from reading and using the research (Creswell & Creswell, 2018).
This study may provide new understandings of employee engagement for human capital
development professionals, managers, organizational development professionals,
employees, and practitioners. The cyclical process of psychological effort to stay as close
to one's authentic self as possible within one’s work role comprises a temporal dimension
in situational moments, which requires unconsciously referring to the past and future to
shape the immediate understanding of the present (Khan, 1990, 1992). Fletcher (2017)
provided suggestions to explore the implications of human capital research approaches
regarding the temporal nature of engagement and coping strategies to help employees
navigate the boundaries of work and non-work roles. This study may contribute new
knowledge to the employee engagement literature by examining the temporal dimension
through the theoretical lens of time perspective, thus providing a new understanding of
the employee engagement theory, literature, and measurement.
Additional research suggests objective time must complement subjective time
(Eldor et al., 2017; Morgan, 2017; Turner, 2020). Kahn's (1990, 1992) seminal studies of
engagement reflect the conscious and unconscious phenomena and the objective
properties of the work context. The unconscious processes and human automaticity allow
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the brain to select from everything learned through internal and external experiences into
what is necessary to create a meaningful conscious understanding of one's present
circumstances (Dresp-Langley, 2012; Kahn, 1992; Lewin, & Cartwright, 1951; Schiffer,
2019). The benefits of psychological engagement center on the assumption that most
behaviors in organizations result from employees' conscious forethought. However, an
individual’s behavior starts unconsciously, and the nonconscious process serves as the
default (Dijksterhuis, 2007; Lewin, 1951). George (2009) asserts automatic responses
drive work-related behaviors. George (2009) further claims most human behavior is
unconscious and that “nonconscious thoughts and feelings are the primary drivers of
reactions and behaviors” (p. 1318), suggesting a more realistic representation of the mind
and human functioning. Dijksterjuis and Aarts (2010) and Wilson (2002) propose the
most beneficial behavior for employee engagement is goal-oriented behaviors, often
automatically initiated by nonconscious processes. As a subjective experience, employee
engagement does not physically manifest as behavior but psychologically forms as an
intention to take action in a specific direction towards meeting needs and goal attainment
(Shuck, Adelson, & Reio, 2017; Shuck & Wollard, 2010). Since automaticity plays a
dominant role in behavior, engagement researchers should consider the nonconscious role
(George, 2009). Thus, the variable of time perspective offers a look into the temporal
dimension, calibration-in-role, and the unconscious cognitive processes of employee
engagement that may predict human behavior and decision-making relative to deciding to
engage at work.
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Conceptual Framework
The conceptual framework provides the research study's underlying structure,
orientation, and viewpoint (Merriam & Simpson, 1995). The scope of the study shows the
interrelated elements, constructs, variables, proposed relationships, and posited outcomes
(Roberts, 2010; Robson, 2011). The four theories of human capital, field, time
perspective, and employee engagement shape this study's framework to build and support
the research objectives (see Figure 1; Grant & Osanloo, 2014). The following section
explains the four theories beginning with human capital.
Human Capital Theory
The human capital theory considers an individual’s capabilities to generate
significant returns for individuals, organizations, and society (Becker, 1964; Mincer,
1958, 1962; Schultz, 1961). The theory proposes developing human capabilities through
employment, education, training, and health (Becker, 1993). In addition, the concept
supports the value of innate or acquired abilities and individuals’ psychology as
developing through organizational initiatives (Becker, 1993; Kell et al., 2018). The
following section explains field theory.
Field Theory
Field theory examines patterns of interaction between an individual and the
environment, emphasizing the influences and interrelations of perception, experience, and
behavior (Hergenhahn & Henly, 2014). Of central importance is analyzing the subjective
temporal dimensions of past and future expectations in explaining human cognition and
behavioral intention in the present. The psychological theory proposes memories of the
past, and future expectations, as always active in the present moment when shaping intent
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in a particular direction (Lewin & Cartwright, 1951). Subjective experiences emanate
from the mind, and no two individuals process experiences in the same way. The field
theory identifies the most differentiating factor among individuals developing their
unique interpretations: an individual’s time perspective (Frank, 1939, Lewin, 1935, 1936;
Marrow, 1969a; Marrow, 1969b). Intentions arise from a given time perspective to ensure
a particular behavior in the future with expectations of satisfying one of many needs
(Lewin, 1946). The intention changes to match the environment, with a new act emerging
from the psychological system supporting the original goal (Lewin, 1935, 1940, 1946).
The construct of a tension system lies within an individual and the outside pressures
stemming from the surrounding environment (Lewin, 1946). The following section
explains time perspective theory.
Time Perspective Theory
The theory of time perspective proposes one’s views of time influence an
individual’s perceptions, emotions, and actions (P. Zimbardo & Boyd, 1999). Time
perspective includes the continual nonconscious flow of personal and social experiences
that partition experiences into temporal categories of the past, present, and future. The
time-based classifications include five orientations: (a) past-negative, (b) past-positive,
(c) present-fatalistic, (d) hedonistic, and (e) future. The organization of the subjective
internal and external experiences helps “give order, coherence, and meaning to those
events" (P. Zimbardo & Boyd, 1999; p. 1271). The final theory included in this literature
review is employee engagement theory, and the following section explains the concept.
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Employee Engagement Theory
The basis for employee engagement theory is the individual's unique and varying
psychological experience and interpretation (Jhangiani et al., 2014; Kahn, 1990, 1992;
Shuck, 2019; Shuck & Wollard, 2010; Welbourne et al., 2007). This interpretation occurs
through how individuals think (cognitive engagement) and feel (emotional engagement)
about the work environment. An individual’s internal analysis determines the direction of
intentions to behave (behavioral engagement) in a particular manner in the work setting
(Shuck, 2011, 2019; Shuck, Adelson, & Reio, 2017). A favorable perception forms an
intention to engage personal resources towards work tasks, while an unfavorable
perception diminishes the intent to engage personal resources (Christian et al., 2011;
Shuck, Adelson, & Reio, 2017; Turner, 2020). An individual's relationship with time
strongly affects an individual’s perception in a specific temporal direction (P. Zimbardo
& Boyd, 1999). Perception is the nonconscious process by which one assesses, selects,
organizes, and interprets information into meaningful patterns, constructing useful mental
representations of the psychological environment to formulate an appropriate behavioral
response (Carpenter & Huffman, 2013; Levine & Shefner, 1981).
This study's conceptual framework illustrates measuring the associated
relationship between two variables, employee engagement and time perspective
(See Figure 1). The first research objective requires collecting demographic information
from survey participants. Research objectives two through six include measuring the
relationship of each orientation of time perspective with employee engagement as a
potential orientation or habitual focus and attitude. The last research objective, number
seven, measures the relationship of time perspective with employee engagement. The
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research suggests the balanced time perspective remains an idealized mental framework.
A balanced time perspective allows individuals to switch between past, present, and
future temporal frames depending on situational demands, resource assessment, or
personal and social appraisals (Boniwell & P. Zimbardo, 2004; Boyd & P. Zimbardo,
2008; Drake et al., 2008; P. Zimbardo & Boyd, 1999).
The conceptual framework’s RO1 captures the demographics of participants. In
RO2 – RO6, the temporal orientations include past-negative (PN), past-positive (PP),
present-fatalistic (PF), present-hedonistic (PH), and future (F). Past-negative portrays a
pessimistic attitude and dislike concerning memories. Past-positive characterizes a
complementary view of the past, such as exhibiting high self-esteem, happiness, and a
healthy outlook on life. The belief that the future remains predestined and not influenced
by an individual's actions characterizes the present fatalist view. The present hedonist
emphasizes present enjoyment and excitement rather than sacrificing today for the reward
tomorrow, exhibiting little impulse control. Finally, future orientation considers planning
to achieve future goals and remains willing to forego in the present for future rewards and
desires (P. Zimbardo & Boyd, 1999). Research shows each orientation's conceptual
independence; however, the literature suggests employing measurement techniques,
including the multi-temporal assessment (Ortuno, 2019). RO7 represents the multitemporal assessment. The strength in each orientation influences the overall time
perspective (P. Zimbardo & Boyd, 1999).
An individual "who cognitively assesses the work environment more favorably
may operate from a more optimal and sustainable motivation in work, compared with less
optimal forms of motivation (i.e., extrinsic and introjected)" (Shuck et al., 2018, p. 207).
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Individuals withdraw and detach themselves from an unfavorable assessment of a
situation (Kahn, 1990; Rich et al., 2010; Shuck, Osam, et al., 2017d). Therefore, affective
perception shapes positive intentions of expression through behavioral engagement
(Shuck, 2019; Zigarmi et al., 2009). Thus, behavioral intent remains the evident
expression of cognitive and emotional engagement (Shuck & Reio, 2011). Behaviorally,
an individual acting on the positive cognitive appraisal results in a willingness to invest
personal resources (Shuck, Adelson, & Reio, 2017).

Figure 1. Conceptual Framework
Figure 1 illustrates employee engagement as a process. The work environment
cognitive assessment remains a psychological evaluation regarding the current
environment, the impact of past work experiences and future expectations, the emotional
20

reaction, favorable or unfavorable, effects perception to engage or withdraw personal
resources directed towards the forthcoming intentional behavior. The assessment
determines if the factors affect the sense of well-being and ignite or diminish intentions to
engage (Lazarus, 1982; Lazarus & Folkman, 1984; Nimon & Zigarmi, 2015; Shuck et al.,
2018; Zigarmi & Nimon, 2011).
Delimitations
Delimitations remain a conscious choice by the researcher to control certain
factors by setting parameters narrowing the paper's scope since research studies cannot
address all relevant elements (Mausch & Birch, 1998). Delimitations set parameters by
the researcher's exclusionary and inclusionary decisions to set limits the scope (Creswell
& Creswell, 2018). The delimitations in this study include: (a) the exclusion of
examining for unknown external influences (e.g., an individual’s promotion,
organizational restructuring, economic conditions), and (b) not distinguishing between
job titles, role, salaries, level of education, and cultural differences. Future research may
study those areas not contained within this study; however, this investigation's purpose
remains to determine the relationship between employee engagement and time
perspective as human beings.
Assumptions
Assumptions consist of what the researcher takes for granted concerning the study
(Roberts, 2010). This research assumes: (a) all participants have the potential to engage
in the work environment, (b) all participants responding to the survey remain willing and
truthful, (c) all participants can understand the survey questions, and (d) the quantitative
correlational methodology is appropriate for the study.
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Definition of Key Terms
The following definitions clarify terms relative to this study, including specific or
unique meanings within the research context or explain terms not widely known or
understood (Simon & Goes, 2015). The following definitions guide this study.
1. Affect. Any experience of feeling or emotion people experience involving the
appraisal of an event as positive or negative (Lopez et al., 2019).
2. Balanced time perspective. An individual can switch effectively among time
perspective orientations relevant to task features, situational deliberations, and
personal resources, rather than a bias towards a specific time perspective
orientation that is not adaptive across situations (P. Zimbardo & Boyd, 1999).
3. Coping. The psychological process of continually changing cognitive and
behavioral efforts to manage stress associate with internal and external demands
appraised as taxing or exceeding the individual's available resources through
emotion-focused or problem-focused strategies (Lazarus & Folkman, 1984).
4. Cognitive cycle. "The repeated cycle of perception, understanding and action
selection" (Madl et al., 2011, p. e14803).
5. Employee engagement. The term employee engagement is a "positive, active,
work-related psychological state operationalized by the maintenance, intensity,
and direction of cognitive, emotional, and behavioral energy" (Shuck, Osam, et
al., 2017, p. 269).
6. Engagement literature or engagement research. Various "engagement terms have
been used interchangeably with employee engagement" (Shuck, Osam, et al.,

22

2017, p. 269). The term 'engagement literature' or 'engagement research' refers to
all engagement constructs to avoid confusing readers.
7. Intentions. “Intentions are made, as a result of a given time perspective, to secure
a certain behavior in the future expecting to bring nearer the fulfillment of one or
several needs” (Lewin, 1946, p. 368).
8. Nonconscious (unconscious). The mental processes that remain inaccessible to
one’s consciousness influencing judgments, feelings, or behavior (Wilson, 2002).
9. Perceived stress. A person's thoughts and feelings about the amount
of recognizable stress at a point or range of time (Phillips, 2013).
10. Perception. The nonconscious process by which one assesses selects, organizes,
and interprets information into meaningful patterns, constructing useful mental
representations of the psychological environment to formulate an appropriate
behavioral response (Carpenter & Huffman, 2013; Levine & Shefner, 1981).
11. Personal resources. Personal resources are “the valued characteristics proximate
to the self” and differ from contextual resources located in the environment
(Tement, 2014, p. 490) and serve as individual strengths or assets contributing to
optimal functioning (Van den Broeck et al., 2011).
12. Stress. “Pressure or demand placed on an organism to adjust or adapt” (Coon et
al., 2019, p. 702).
13. Subjective experience. Human experiences of cognitive and emotional impact as a
reality in the individual mind, while the objective is the actual event that others
can experience (AlleyDog.com, n.d.).
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14. Tensions. The term tensions indicate a desirable state arising from an intention to
do something satisfying a need (Marrow, 1969).
15. Time orientation. The relative predominance favors a specific time orientation
over others (Nuttin & Lens, 1985; P. Zimbardo & Boyd, 1999). According to P.
Zimbardo & Boyd (1999), the definitions of each orientation are as follows:
(a) Past-negative (PN) tend to have a pessimistic, harmful, or aversive
attitude toward the past,
(b) Past-positive (PP) construct a view of the past as glowing, cheerful,
and nostalgic,
(c) Present-fatalistic (PF) considers the future as predestined and
unmalleable by individual efforts,
(d) Present-hedonistic (PH) orient toward enjoyment, pleasure, and
excitement in the present moment with no careful thought of the
outcome, and
(e) Future (F) exhibit concern over the consequences of actions
characterized by a high degree of responsibility and ability to avoid
diversions from goals.
16. Time Perspective. The “often-nonconscious process whereby the continual flows
of personal and social experiences are assigned to temporal categories or time
frames that help to give order, coherence, and meaning to those events” (P.
Zimbardo & Boyd, 1999, p. 1271).
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17. Workplace Stress. Disruption of an individual’s cognitive-emotionalenvironmental system's equilibrium by external factors (Lazarus & Folkman,
1984).
Summary
This research examines the role of an individual's time perspective as a variable
influencing how employee engagement develops. The researcher examines the topic
through the theoretical concepts of human capital, field, time perspective, and employee
engagement to determine the role of time perspective in employee engagement. The
study examines an individual's time perspective’s role in explaining how an individual's
perception of the work setting forms and shapes behavioral intention to take positive
actions within their work role. Time perspective identifies the individuals' psychological
development, thus providing vital information when developing employee engagement
initiatives.
This study includes five chapters. Chapter I introduces the topic of the research
and provides background information. Additionally, this chapter describes the problem
and purpose, research objectives, and the significance of the research topic. Finally, this
chapter discusses the conceptual framework, including delimitations, assumptions, and
definitions of terms. Chapter II examines the literature relating to the research topic, and
Chapter III describes the quantitative research methodology and explains the data
collection plan. Chapter IV presents the analysis and findings, and Chapter V concludes
with a discussion of the research study's results, conclusions, and recommendations.
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CHAPTER II – LITERATURE REVIEW
The literature review describes the research topic and theories (Roberts, 2010).
The purpose of the review demonstrates the researcher's ability to interpret previous
research and methodologies, identify contradictions or gaps in the literature, and explain
how the paper adds to scholarly information (Hart, 2018; Jesson et al., 2011). This
chapter introduces the study’s topic, an overview of engagement research, a summary of
time perspective literature, the foundational theories supporting the research, and a
chapter summary. The following sections explain engagement constructs, definitions,
approaches, and measurement instruments found in the literature.
Engagement
The more than three decades of scholarly research about engaging the workforce
consists of various constructs differing in theoretical frameworks, definitions, names, and
measurement tools (Bailey et al., 2017; Kahn, 1990; Imperatori, 2017; Motyka, 2018;
Saks & Gruman, 2014; Shuck, 2019; Truss et al., 2014; Turner, 2020). Similarly,
practitioner research differs likewise (Aon Hewitt, 2017; Gallup, 2021; Quantum
Workplace, 2020; The Predictive Index, 2019; Willis Towers Watson, 2018).
The review begins with Shuck’s (2011) paper, Four Emerging Perspectives of Employee
Engagement. The article summarizes the four main approaches in developing
engagement: (a) Kahn’s (1990) needs-satisfying, (b) Maslach et al.’s (2001) burnoutantithesis, (c) Harter et al.’s (2002) satisfaction-engagement, and (d) Sak’s (2006)
multidimensional (Shuck, 2011). The four leading research approaches present various
research paths.
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The first method, Kahn’s (1990) needs-satisfying approach, presents engagement
as an internal state affected by outside environmental influences and meeting basic needs
as essential in developing engagement. The study describes engaging at work as a
variable covering the extrinsic and intrinsic motivational range of an individual’s effort to
remain authentic to themselves. No two people experience the same perception of
internal and external events (Kahn, 1990).
The second method, the burnout-antithesis approach, stems from the burnout
literature and surmises engagement stands as the opposite of job burnout (GonzalezRoma et al., 2006; Maslach et al., 2001). Burnout research began considering optimizing
human strength for well-being as a proponent of engaging employees; thereby, this
approach finds burnout an erosion of engagement. The term work engagement emerges
through this approach (Schaufeli, Salanova, et al., 2002).
The third satisfaction-engagement approach remains the first to suggest a profit
connection with engagement and explores engagement satisfaction at the business unit
level (Harter et al., 2002). The research within this approach proposes successful business
outcomes when implementing employee engagement initiatives as a business strategy
(Arakawa & Greenberg, 2007; Asplund et al., 2015; Luthans & Peterson, 2002; Wagner
& Harter, 2006; Xanthopoulou et al., 2009). As an extension of the positive psychology
movement, the introduction of well-being as a significant engagement element develops
through this approach (Johnson et al., 2018; Robertson & Cooper, 2009; Schaufeli et al.,
2008; Shuck & Reio, 2014).
The fourth multidimensional approach proposes engaging at work develops
through a social exchange model and cognitive, emotional, and behavioral elements
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(Harter et al., 2002; Kahn, 1990; Maslach et al., 2001; Maslow, 1970). The approach
stands as the first to suggest job and organizational engagement as independent states.
This method connects drivers to consequences (Saks, 2006) and conceptualizes trait,
state, and behavioral engagement (Macey & Schneider, 2008).
Engagement constructs develop through the four main approaches. Constructs
include (a) personal engagement, (b) work engagement, (c) engagement as business
outcomes, (d) job and organizational engagement, (e) social engagement, (f) trait,
behavioral and psychological state engagement, and (g) employee engagement. The
following section explains the construct of personal engagement.
Personal Engagement
Kahn’s (1990) article, “Psychological Conditions of Personal Engagement and
Disengagement at Work,” is the first engagement-like concept and describes its
relationship to an individual’s workplace experiences (Shuck, 2019) using a
psychological and sociological perspective relative to experiential events at work (Kahn,
1990; Shuck, 2019). Kahn (1990) defines personal engagement as the simultaneous
employment and expression of one’s preferred self in behaviors promoting connections to
work and others, personal presence (cognitive, emotional, and physical), and active, full
role performances. Disengagement is the simultaneous withdrawal and protection of
one’s preferred self in behaviors promoting lack of connections, cognitive, emotional,
physical absence, and passive, incomplete role performances (Kahn, 1990). Those
psychologically present individuals “employ coping functions of partial absences” when
experiencing unfavorable situations (Kahn, 1992, p. 333).
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The study conceptualizes engagement at work as the “harnessing of
organizational members’ to their work roles” (p. 694) by explaining the personal
investment, or lack of investment, of an individual’s cognitive, emotional, and behavioral
efforts express the preferred self during the work role. Preferred self means displaying
one’s “identity, thoughts, and feelings” (Kahn, p. 702). The cyclical process of engaging
and withdrawing cognitive, emotional, and behavioral efforts occurs while
psychologically adapting or defending one’s preferred self.
Unconsciously, during the cyclical process, the psychological conditions of
meaningfulness, safety, and availability must be met to engage in moments of task
behaviors personally. When met or not met, the outcome shapes how one occupies a role.
The individual interpretations of these conditions determine how psychologically present
or absent one’s preferred self may be in a particular situational moment (Kahn, 1990).
The first condition of psychological meaningfulness includes an individual's
understanding that physical, cognitive, or emotional energies matter, hence "feeling that
one is receiving a return on investment" (p. 703). Lack of meaningfulness occurs when
individuals perceive little room to participate in work role performance (Kahn & Fellows,
2013). The second psychological condition of safety happens when the individual feels
safe to access one's preferred self without worrying about negative consequences to selfimage, status, or career. Individuals trust one will not suffer by expressing the authentic
self (Kahn, 1990). This therapeutic relationship with the organization imitates the clinical
perspective or model (Sandler, 1960; Schein, 1987). Thus, organizations try to build
environments for individuals to feel safe taking risks of self-expression and engaging the
change processes (Kahn, 1990). The third psychological condition of psychological
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availability includes personal confidence and capability, allowing the individual to fully
invest the preferred self in work dependent on how one copes with varying demands from
work and non-work facets of one’s life. This condition refers to an individual’s
perception of available personal resources necessary to occupy the work role as the
preferred self. The extent to which work and non-work challenges require varying
internal resources and energy levels determines an individual’s psychological availability.
Psychological availability occurs when an individual has the cognitive, emotional, and
physical resources in situational moments (Kahn, 1990).
Personal resources remain valued characteristics contributing to optimal
functioning serving as a regulator of the situational context (Bakker & Demerouti, 2007).
Individuals' internal resources remain developable and controlled by effort, including
cognitive, psychological, physical abilities, and career (Lee et al., 2020). Cognitive
capabilities enable the execution of mental and emotional tasks and an individual’s ability
to regulate emotions (Cheng, 2003; Cheng & Cheung, 2005). Mental and emotional
capabilities advancing positive outcomes include psychological resources such as
positive psychological capital, which comprises self-efficacy, optimism, resilience, and
hope (Lee et al., 2020; Luthans et al., 2007, Luthans et al., 2015; Rand, 2018). These
positive psychological resources motivate individuals to adapt to demands by outlining
the circumstances more positively (Rabenu & Yaniv, 2017). The physical aspect of
resources applies to an individual’s actions towards promoting personal health and
energy that may affect work activity, such as getting enough sleep (Airila et al., 2014;
Barber et al., 2013; Kuhnel et al., 2012; Kuhnel et al., 2017).
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Kahn (1990) suggests an organization's effort to ensure employees feel valuable
fosters meaningfulness. Furthermore, a predictable and secure atmosphere to express
one's preferred self with no adverse consequences offers safety. Thus, advancing aspects
of work that create reassurance rather than deterrence cultivate an environment where an
employee feels confident and capable and has the personal resources to invest (Kahn,
1990). Subsequent researchers further explore Kahn’s (1990) conceptualization of
engagement.
May, Gilson, and Harter's (2004) examination of Kahn's (1990) personal
engagement concept proposes a significant positive relationship between engagement and
the three psychological conditions essential in developing engagement. The study
referred to the engagement concept as employee engagement (May et al., 2004), although
there remains no clear definition (Shuck & Wollard, 2010). The study’s findings propose
psychological meaningfulness and safety positively link to an employee’s investment in a
work role, and availability has a positive relationship to resources (May et al., 2004).
Shuck (2010) and Reio and Sanders-Reio (2011) both further explore Kahn’s
engagement construct. Shuck’s (2010) paper explores engagement antecedents of job fit,
affective commitment, and psychological climate to understand how to develop
engagement. The research findings report a significant relationship between the three
antecedents and discretionary effort and turnover intention. Reio and Sanders-Reio’s
(2011) study explores supervisor and coworker incivility with engagement. The findings
propose supervisor and coworker incivility has a negative relationship with safety and
availability engagement. However, coworker incivility remains more harmful to safety.
Supervisor incivility remains more harmful to availability. Both incivility variables were
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not a predictor of meaningfulness engagement (Reio & Sanders-Reio, 2011). Kahn’s
(1990) construct supports the research along with the influence of Saks (2006) and Shuck
and Wollard (2010).
Rich et al. (2010) further test and develop Kahn's (1990) conceptual approach,
advancing the importance of Kahn's simultaneous investment of cognitive, emotional,
and physical energy preferred to safeguard self in-role performance (Kahn, 1990; Rich et
al., 2010). The findings propose engagement mediates relationships between value
congruence, perceived organizational support, core self-evaluations, and the two job
performance dimensions of task performance and organizational citizenship behavior.
Although Rich et al. (2010) extend Kahn's (1990) approach, the focus remains on job
activity, involvement, and satisfaction. However, employee engagement relates to the
full-spectrum (e.g., work, job, team, and active work experience) of the individual’s
experiences (Rich et al., 2010; Shuck, Adelson, & Reio, 2017). The following section
explains the construct of work engagement, where the emphasis remains on work activity
and the work itself.
Work Engagement
The first empirical engagement research following Kahn's (1990) study on
personal engagement and disengagement appears in Maslach et al.'s (2001) article, “Job
Burnout.” The research discusses why an individual's stress at work develops into job
burnout (Maslach et al., 2001) and increases progressively over time, becoming difficult
to mend (Maslach & Leiter, 1997, p. 216). Burnout represents a psychological response
to chronic personal tension on the job, inclusive of the dimensions of exhaustion,
cynicism, and inefficacy (Maslach et al., 2001). However, the idea of engagement
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remains "high energy, involvement, and efficacy" (p. 216). The study defines engagement
as "a persistent, positive affective, motivational state of fulfillment in” an individual
portraying “high levels of activation and pleasure” (p. 417). With job burnout, the
employee focuses on hardships rather than being engaged in the work environment
(Maslach et al., 2001).
Schaufeli et al. (2002) argue that job burnout and work engagement are opposites
but claim work engagement as a distinct concept. Instead of concentrating on the negative
features of job burnout, the researchers focused on the positive psychology of a worker's
well-being, represented as an erosion of engagement with the job and measuring it as a
separate construct. The differences in the two directions suggest engagement and burnout
as opposites (Maslach & Leiter, 1997; Maslach et al., 2001). Burnout remains harmful,
while work engagement remains positive (Schaufeli et al., 2002).
Schaufeli et al. (2002) subsequently examine Maslach et al.’s (2001) engagement
framework with a different definition. The definition of work engagement remains "a
positive, fulfilling, work-related state of mind,” evidenced by “vigor, dedication, and
absorption” (Schaufeli et al., 2002, p. 74). Characterizations refer to an individual’s
mental flexibility, enthusiasm, and involvement level at work. This approach suggests a
persistent state, not a momentary one (Schaufeli et al., 2002). Unlike Kahn (1990), the
conceptualization remains a static construct staying the same. Nevertheless, a limitation
to the burnout approach of Maslach et al. (2001) and Schaufeli et al. (2002) shows both
the definition and measure primarily focus on emotional and physical absences of
burnout (Rich et al., 2010) and not on personal engagement cognitive processes
recognized by Kahn's (1990) seminal research as necessary to engagement (Kahn, 1990;
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Imperatori, 2017). Further, the work engagement construct focuses on work activity and
tasks, not the individual (Shuck, Adelson & Reio, 2017).
Additionally, work engagement research developed The Job-Demand and
Resources Model (JD-R) to understand the burnout antecedents (Demerouti et al., 2001).
The JD-R model assumes every job consists of demands, such as job strain and burnout,
and resources like social support, performance feedback (Bakker & Demerouti, 2007;
Crawford et al., 2010; Schaufeli & Bakker, 2004). Balancing those resources has a
beneficial outcome for an individual’s health and well-being (Schaufeli & Taris, 2013).
Concerning work engagement, the model made it possible to examine how individuals
thrive at work rather than focusing on the individual (Bakker & Demouretti, 2017).
Subsequently, the qualitative explorations of work engagement's everyday experiences
extend the research (Fletcher, 2017; Fletcher et al., 2018). The JD–R model's potential
weakness focuses exclusively on job resources while disregarding individuals'
characteristics (Schaufeli & Taris, 2013). Next, the following section explains
engagement business outcomes.
Engagement as Business Outcomes
The Gallup organization's study by Harter et al. (2002) presents a meta-analytic
review, using the term employee engagement, and focusing on the business unit level.
Including 7,939 business units and numerous disciplines, the evaluation remains the first
research connecting the topic to business outcomes. The study defines engagement as an
individual's involvement, satisfaction, and enthusiasm for work. Implications of the study
advocate measuring employee engagement at the unit level (e.g., business units,
managerial or individual unit) rather than as a variable organizational leadership can
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control (Harter et al., 2002). As a result of Harter et al. 's (2002) study, interest in
employee engagement increases. Additional practitioner literature (e.g., Towers Perrin,
a.k.a. Willis Towers Watson, Aon Hewitt) follows and continues to pursue engagement
as a significant contribution to business outcomes (Aon Hewitt, 2017; Willis Towers
Watson, 2017), with each having different definitions and measurements.
Extending Harter et al.’s (2002) model, further academic research connects
engagement research to successful business outcomes. Luthans and Peterson's (2002)
investigation of 170 managers with an average of sixteen direct reports results in a
positive relationship between employee engagement and managerial self-efficacy,
suggesting an additional benefit to workplace outcomes and management training. The
study’s findings propose that individuals were doing what they like and what they do best
with a strong sense of ownership result in the most profitable organization units. Another
study's findings report a positive correlation between leadership, engagement, and
performance, suggesting managers operating from a strength focus realize improved
outcomes. The results highlight the significance of optimism in the workplace (Arakawa
& Greenberg, 2007). However, Harter et al.’s (2002) model show weakness in not
addressing the cognitive processes established by Kahn's (1990) seminal research (Kahn,
1990; Imperatori, 2017). Next, the following section explains the job and organization
engagement construct, where the focus remains on employees’ identification and
presence toward the organization.
Job and Organizational Engagement
Saks (2006) defines employee engagement as a separate and exclusive construct
consisting of cognitive, emotional, and behavioral factors associated with an individual’s
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role performance. The definition evolves from previous literature (Harter et al., 2002;
Kahn, 1990; Maslach et al., 2001; Maslow, 1970). However, Saks (2006) proposes job
and organizational engagement as employee engagement types to distinguish both as
separate constructs. The study presents the social exchange theory rationale as potentially
supporting why an individual’s psychological condition creates responses in varying
degrees of engagement and assumes reciprocity between the parties involved.
Saks' (2006) research remains the first to theorize, measure, and test antecedents
and job and organizational engagement consequences. Based on Maslach et al.'s (2001)
study, the research identifies job engagement as a maintainable amount of work, having
options and control, suitable acknowledgment and compensation, a supportive work
environment, fairness and justice, and meaningful work. Organizational engagement is
the extent of an individual’s psychological presence in a particular role, although
referring to a commitment to the organization, organizational citizenship behavior, and
satisfaction with the job. Saks’ (2006) findings propose both constructs facilitate the
associations between antecedents and consequences and report significant differentiation
between them. For example, job characteristics predict job engagement, and procedural
justice predicts organizational engagement. Job characteristics include various skills, task
identity, the importance of the task, autonomy, and feedback from a job (Hackman &
Oldman, 1980). Procedural justice includes the fairness of processes in the organization
which determine outcomes (Lind & Tyler, 1988). Still, Saks' (2006) research provides
“an important bridge between previous early theories of employee engagement,
practitioner literature, and the academic community and remains the first to propose an
empirical model" (Saks, 2006; Shuck & Wollard, 2010). Subsequent research revisits the
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original study to update Saks’ engagement model (Saks, 2019). The following section
explains the social engagement construct, where the focus remains on the social aspects
within the work environment.
Social Engagement
Another type of engagement, social-intellectual-affective engagement (SIA),
focuses on work activity and coworker alignment. Social includes the degree of social
connection with the working environment and shared values with a coworker. Intellectual
explains the degree to which one is intellectually engrossed in work. Affective
emphasizes the extent that one experiences a state of positive affect relating to one's work
role (Soane et al., 2012). Nevertheless, employee engagement comprises more than social
aspects (Shuck, Adelson, & Reio, 2017). The following section explains trait, behavioral,
and psychological states, where the research focuses on dispositional tendencies, work
outcomes, and how individuals decide to engage in the work environment.
Trait, Behavioral and Psychological State Engagement
Macey and Schneider (2008) serve as seminal researchers to conceptualize
personality traits, behavioral traits, and psychological states as separate relatable concepts
and operationalize employee engagement as developing from all three views. The study
proposes each element represents a form of enthusiasm, attachment, or absorption. For
example, trait engagement remains an optimistic view “of life and work” (p. 6) and
predisposes individuals to experience things from a specific viewpoint or perspective.
Traits may affect employee engagement and indirectly influence how individuals
interpret the environment and subsequent actions (Imperatori, 2017; Shuck & Wollard,
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2010). Although limiting employee engagement to one trait or disposition remains highly
unlikely (Shuck, Osam, et al., 2017).
Behavioral engagement remains “extra-role behavior” (Macey & Schneider, 2008,
p. 6). Studies demonstrate behaviors as work outcomes (Christian et al., 2011; Rich et al.,
2010) and organizational citizenship behavior resulting from employee engagement
(Saks, 2006). Subsequent research proposes behavioral engagement remains an internal
psychological intention to behave in a particular manner rather than a work outcome and
not yet behavioral (Shuck, Adelson, & Reio, 2017). Hence, behavioral engagement
manifests differently from behavioral constructs (Imperatori, 2017; Shuck, Osam, et al.,
2017).
Psychological state engagement indicates feelings of energy and absorption and
serves as an "antecedent of behavioral engagement relating to the discretional effort”
(Macey & Schneider, 2008, p. 6). Considering several definitions of engagement (Kahn,
1990; Maslach et al., 2001; Schaufeli et al., 2002), a psychological state signifies high
levels of involvement in work, the organization, and displays of affective energy (Macey
& Schneider, 2008). Subsequent engagement literature proposes psychological state
focuses on the process of how individuals make decisions about the "maintenance,
direction, intensity,” and use of energy (Shuck, Osam, et al., 2017, p. 281). The following
section explains the psychological state of employee engagement, where the focus
remains on the uniqueness of individual interpretations of experiences and the process of
how employees decide to engage.

38

Employee Engagement
The culmination of engagement literature asserts employee engagement as a state
that can “physiologically vary and fluctuate over time” (Imperatori, 2017, p. 38; Kahn,
1990; Shuck, 2019; Shuck, Osam, et al., 2017). Employee engagement continuously
evolves (Shuck & Rose, 2013), “is not an overall stable trait” (Imperatori, 2017, p. 54),
and relates to “some point in time” (Imperatori, 2017, p. 54; Kahn, 1992). As an
experience, the psychological state remains adaptable in a particular moment (Bailey et
al., 2017; Fletcher et al., 2018; Garg, 2014; Kahn & Heaphy, 2014; Saks & Gruman,
2014; Shuck, Collins, et al., 2016; Xanthopoulou et al., 2012).
The research defines employee engagement as a “positive, active, work-related
psychological state operationalized by the maintenance, intensity and direction of
cognitive, emotional, and behavioral energy” (Shuck, Osam, et al., 2017, p. 269).
Maintenance refers to an individual’s active participation rather than passive. Intensity
captures the variation of energy toward an individual’s work role according to one’s
psychological interpretation of an experience or experiences (Biggs et al., 2014; Parker &
Griffin, 2011; Schaufeli & Salanova, 2011; Shuck, Osam, et al., 2017). As a momentary
motivational state, employee engagement remains grounded in the “interpretation of
conditions” within a situation the individual experiences as meaningful, safe, and
resource adequate, determining the directional outcome (Shuck, 2019, p. 15).
The conceptualization of an engaged state stands as a momentary state that
fluctuates to some extent. The construct asserts individual differences influence an
individual to personally engage or disengage according to the proportionate use of
“varying degrees of themselves physically, cognitively, and emotionally in the roles they
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perform” (Kahn, 1990, p. 692). The varying degrees fluctuate according to an
individual’s assessment of each situational moment's interpretation when unconsciously
determining how meaningful, safe, and available personal resources can allow immersion
in the role's performance. The fluctuations remain a form of calibration or adaptation to
maintain an equilibrium of well-being according to how tensions between the preferred
self and the work environment's influence resolve themselves. The resolution or
managing of those tensions while dealing with fluctuating internal inconsistencies and
external circumstances determines how much of oneself is psychologically present in the
moment. Each interpretation cycle maintains psychological boundaries between the
preferred self, individual values, and roles, thus evolving as psychological presence or
absence in a work role (Kahn, 1990, 1992).
Kahn (1992) further proposes psychological presence as a direct result of an
individual’s confidence in the meaningfulness and safety at work and the perception of
personal resources available to complete work tasks. However, the article proposes a
temporal dimension relative to the cyclical process and presence in the situational
moment. The study suggests being fully present signifies the person is not taken away by
memories (of the past) or dreams (of the future), although both may help guide current
actions (Kahn, 1992). Hence, an individual refers to the past and future to understand and
shape the immediate present (Kahn, 1992).
Employee engagement focuses on an individual’s unique perceptions shaped by
one’s psychological interpretation of work experiences (Kahn, 1990; Shuck & Reio,
2011) and proposes cognition and emotion as critical expressions of an individual’s
cyclical psychological understanding through Kahn’s (1990) three psychological
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conditions of meaningfulness, safety, and availability, forming the intention to behave in
a specific direction within the work role (Kahn, 1990; Shuck, Adelson, & Reio, 2017;
Shuck, Osam, et al., 2017; Shuck, Reio, & Rocco, 2011; Shuck & Wollard, 2010). Thus,
expression of cognition and emotion in the present moment remains a psychological
appraisal of the three psychological conditions derived from past experiences and future
expectations of work experiences (Shuck, Adelson, & Reio, 2017).
Zigarmi and Nimon (2011) describe work intentions as “a set of mental
representations of the behaviors an individual chooses to manifest” (p. 450). The
intention is a firm plan to take action in a specific direction (Shuck, Adelson, & Reio,
2017; Shuck & Wollard, 2010; Zigarmi & Nimon, 2011). Zigarmi and Nimon (2011)
describe the desired work intentions from the organizational perspective as intent to
perform, remain in the organization, perform at a high level, use discretionary effort, and
use organizational citizenship behaviors. Work intentions arise from the employee’s
unconscious appraisal of the work environment in determining how to cope with
situations and choose a course of action that ensures their well-being in the future
(Bagozzi, 1992; Bandura, 1986; Lazarus, 1991; Lazarus & Folkman, 1984). However,
this study focuses on the individual’s psychological process of developing their intention
to engage or withdraw personal resources at work.
Employee engagement first develops cognitively and begins manifesting
emotionally (Shuck, Adelson, & Reio, 2017, p. 955). The research defines cognitive as
the “intensity of mental energy expressed toward positive organizational outcomes”
(Kahn, 1990: Rich, 2006; Rich et al., 2010; Shuck & Reio, 2014; Shuck, Adelson, &
Reio, 2017, p. 955), and emotional as the “intensity and willingness to invest emotionally
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toward positive organizational outcome” (p. 955). Emotion revolves around cognitively
engaged beliefs and perceptions, determining how feelings and opinions form and
influence behavior (Shuck, Adelson, & Reio, 2017). Hence, cognitive and emotional
remain mutually dependent. Emotional appraisals rely on continuous monitoring of
mental cues (Barrick et al., 2013; Barrick et al., 2015) occurring in the setting and the
appraisal's situational context (Shuck, Adelson, & Reio, 2017). Behavioral intention
develops through the cyclical process of cognition’s intensity of mental energy and
emotion’s strength of willingness to invest emotionally. Behavioral remains a
psychological state of the intention to behave in a direction that positively affects
performance and organizational outcome or both. Thus, behavioral intent remains the
evident expression of cognitive and emotional engagement (Shuck & Reio, 2011).
Experiences develop the mental and emotional perspective informing final
decision making to engage or not (Nimon & Zigarmi, 2015). The mental representation
formed within the cognitive evaluation process serves as a primary appraisal driving and
directing “emotion toward a target into a holistic, full expression of employee
engagement” (Shuck, 2019, p. 31). Individuals' psychological perception influences
decisions regarding the amount of energy towards organizational objectives (Schaufeli,
2012). Individuals withdraw and detach themselves from an unfavorable assessment of a
situation (Kahn, 1990; Rich et al., 2010; Shuck, Osam, et al., 2017d). Therefore, affective
perception shapes positive intentions of expression through behavioral engagement
(Shuck, 2019, Zigarmi et al., 2009).
Within the appraisal system, the degree of Kahn’s (1990) three psychological
conditions remains proportionate to an individual’s intensity to engage cognitive
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resources leading to emotional (affect) and behavioral intention (Kahn, 1990; Saks &
Gruman, 2014; Shuck, Osam, et al., 2017). Appraising happens inside a system
framework that deliberates numerous information simultaneously advising decisionmaking for present behavior (Macey & Schneider, 2008; Shuck et al., 2018; Tzeng,
1975). The psychological assessments regard the current environment, the impact of past
work experiences, the direction of forthcoming intentional behavior, and how the factors
affect the sense of well-being at work (Lazarus, 1982; Lazarus & Folkman, 1984; Nimon
& Zigarmi, 2015; Shuck et al., 2018; Zigarmi et al., 2011).
As a subjective experience, employee engagement does not physically manifest as
behavior but psychologically forms as an intention to take action in a specific direction
towards meeting needs and goal attainment (Shuck, Adelson, & Reio, 2017; Shuck &
Wollard, 2010). Behaviorally, an individual acting on the positive cognitive appraisal
results in a willingness to invest personal resources (Shuck, Adelson, & Reio, 2017).
Personal resources stand as valued characteristics contributing to optimal functioning
serving as a regulator of the situational context (Bakker & Demerouti, 2007). Internal
resources buffer stress (Kallus, 2016) and remain positive self-evaluations linked to
resilience and an individual’s belief in the availability of emotional resources to
successfully manage the environment (Airila et al., 2014, Kermott et al., 2019). The
resources remain internal to the individual and developable by one’s effort. The
engagement literature identifies the types of personal resources as “cognitive,
psychological, physical, and career,” with little research on the cognitive and physical
resources (Lee et al., 2020, p. 11).
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Cognitive resources comprise an individual’s mental and intellectual assets, such
as self-regulation of emotions (Castellano et al., 2019; Kalokerinos et al., 2019; Kim &
Kang, 2017) and mental competence (Lorente et al., 2014). Self-regulation stands as
behavior reflecting feedback control helping to transform the simultaneous pursuit of
various goals into a flow of actions repetitively shifting from one plan to another over
time. The repetitive shifting stands as corrective internal adjustments continuously
heading towards or moving away from a need or goal attainment (Carver & Scheier,
2016). Mental and emotional capabilities advance positive outcomes as psychological
resources, such as positive psychological capital, which encompasses self-efficacy,
optimism, resilience, and hope (Lee et al., 2020; Luthans et al., 2007; Luthans et al.,
2015). These positive psychological resources motivate individuals to adapt to demands
by outlining the circumstances more positively (Rabenu & Yaniv, 2017, Wadsworth,
2015). The physical aspect of resources applies to an individual’s actions towards
promoting personal health and energy that may affect work activity, like getting enough
rest and the ability to work (Airila et al., 2014; Barber et al., 2013; Kuhnel et al., 2012;
Kuhnel et al., 2017). Work experience outcomes (Gunz & Peiperl, 2007) and the ability
to cope with changing work environments (Venter et al., 2013) include career resources.
Examples include career identity and adaptability (Kim & Kang, 2017; Tladinyane &
Van der Merwe, 2016).
Research suggests experiencing positive affects has convincing possibilities for
evolving engagement theory (Ouweneel et al., 2013; Rich et al., 2010; Shuck & Wollard,
2010; Shuck et al., 2011). An individual who experiences positive emotions can draw
from a broader range of behavioral responses and has a higher likelihood to experience
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employee engagement (Bailey et al., 2017; Catalino & Fredrickson, 2011; Dunkley et al.,
2014), while the opposite applies to a negative cognitive assessment. An extreme
example includes withdrawing personal resources and quitting a job (Shuck, Adelson, &
Reio, 2017). Positive emotions benefit the individual and organization for health and
well-being, facilitating flourishing and improving organizational culture and performance
(Buric & Macuka 2018; Catalino et al., 2014; Hazelton 2014).
Positive work environment perceptions associate with past experiences and future
anticipated experiences. The more individuals positively perceive the work environment,
the more internal motivation and intentions to engage personal resources (Shuck et al.,
2018). An individual “who cognitively assesses the work environment more favorably
may operate from a more optimal and sustainable motivation in work, compared with less
optimal forms of motivation (i.e., extrinsic and introjected)” (Shuck et al., 2018, p. 207).
The implications suggest a critical need to understand motivation in work environments,
both intrinsic and extrinsic. Shuck et al. (2018) advocate that organizations create ideal
work environments by nurturing an employee’s internal motivation rather than
individuals’ unconscious incorporating of external attitudes or ideas from others or
sources external to the individual.
Extrinsic and intrinsic motivation research finds “reinforcement forms of
motivation fall decidedly short of relating to effective kinds of work intention” (Shuck et
al., 2018, p. 205). External entities and individuals control extrinsically motivated
behaviors. Introjection can also impact individuals when they resist external controls but
integrate the external approaches internally without discernment. However, employee
engagement remains an internal decision (Kahn, 1990; Shuck & Wollard, 2010; Wollard
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& Shuck, 2011). The most effective way of forming individual motivation persists
through internalized decisions (Shuck et al., 2018). Intrinsically motivated behavior is
autonomous and originating from one’s preferred self (Ryan, 1982). Hence, internal
psychological needs regulation (intrinsic) is the most potent ideal of motivation (Shuck et
al., 2018). Psychological needs regulation lessens the inner tension from managing the
influence between external sources and the preferred self (Ryan & Deci, 2017).
Consequently, how individuals perpetually adapt to the preferred self and
environment impacts a positive outcome. Lazarus and Folkman (1984) define
psychological stress as a relationship between the individual “and environment appraised
as personally significant and as taxing or exceeding resources for coping and endangering
his or her well-being” (p. 19). Negative emotions may occur as a response when the
individual feels overtaxed by the capability to adapt (Cohen et al., 2007). Stress at work
can be beneficial in some ways. For example, a positive psychological response to a
stressor may serve as a driving force in meeting work demands and deadlines (Brule &
Morgan, 2018; Hargrove et al., 2013). However, severe and persistent psychological
stress diminishes an individual’s ability to cope (Dimsdale, 2008; Dunkley et al., 2017;
Kolhaas et al., 2011; McEwen et al., 2015).
Stress is a highly personalized individual phenomenon varying among
individuals, even in identical situations, for different reasons (Brule & Morgan, 2018;
Lazarus, 2020; The American Institute of Stress, 2020). Chronic, uncontrollable stress
can become toxic and impairs physical and mental health (Dimsdale, 2008; Dunkley et
al., 2017; McEwen, 2019; McEwen & Akil, 2020; Shuck, Alagaraja, et al., 2017;
Spencer-Segal & Akil, 2019). The literature conceptualizes stress as psychological stress
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resulting from an individual’s perception of the environment and ability to adapt to the
situation (Cohen et al., 2007; Dimsdale, 2008; Taylor & Stanton, 2007; The American
Institute of Stress, 2020). The brain and body adapt to daily experiences as an ongoing
process, “whether we call it stressful or not” (McEwen & Akil, 2020, p. 1; Taylor &
Stanton, 2007). The individual’s perception of stress and coping varies among individuals
(Bonanno & Burton, 2013; Dunkley et al., 2017; Koolhaas et al., 2011; Mariotti, 2015;
McEwen, 2019; McEwen & Akil, 2020; Rabenu & Yaniv, 2017).
Choice of coping strategies, protective or harmful to health, influences a stressful
event or situation (Dunkley et al., 2014; Holton et al., 2016; Koolhaas et al., 2011;
McEwen, 2019; Spencer-Segal & Akil, 2019). Adaptive coping choices protect
individuals’ physical and mental health. In contrast, maladaptive coping options can be
detrimental (Dunkley et al., 2014; Holton et al., 2016). Rabenu and Yaniv (2017) find the
psychological variables of confidence, hope, optimism, and resilience and positively
relate to coping by change and acceptance and negatively associated with withdrawal
(Rabenu & Yaniv, 2017). Dunkley et al. (2014) find distinct patterns of triggers and
maintenance in studying stress and coping skills between engagement and
disengagement. For example, lower perceived control over the stressor relates to avoidant
coping, increasing negative affect and decreasing positive distress (Dunkley et al., 2014;
Dunkley et al., 2003). Kermott et al.’s (2019) study report higher resilience in the
workplace environment of executives results in reduced stress, better mental health, and
greater well-being. Lewis et al. (2011) report developing resilience in the workplace
benefits both the employee and the organization. Problem-focused coping allows
individuals to experience positive affect and control of a situation which an individual
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perceives as uncontrollable (Folkman & Moskowitz, 2000). The tension associates with
adaptive or maladaptive coping strategies and has different effects on individual and
organizational outcomes (Rabenu & Yaniv, 2017).
As a psychological state, employee engagement arises through the individual's
interaction and perception of the work environment (Imperatori, 2017; Joo et al., 2017;
Kahn, 1990; Shuck, 2019; Turner, 2020). The environment has a unique quality
dependent on numerous characteristics (Marrow, 1969b). An individual’s perception of
internal and external experiences shapes how to thinks and feels about work. Thus,
interpretations remain unique to the individual. No two individuals share the same
perception or process internal or external events in the same way or with the same
outcome (Bailey et al., 2019; Bianchi, 2018; Kahn, 1990; Lee et al., 2020; Marrow,
1969a; Marrow, 1969b, Medrano & Trogolo, 2018, Nimon & Zigarmi, 2015; Shuck,
2019, Shuck et al. 2018; Turner, 2020).
Thus the unique interpretations of individuals, along with the heterogeneous
nature and multi-level distinction of engagement literature, make it challenging to
transfer into a practical application (Bailey, 2016; Bailey et al., 2017; Christian et al.,
2011; Morgan, 2017; Saks, 2017; Saks & Gruman, 2014; Shuck, 2019). Without
understanding the individual’s psychology, the difficulty remains in designing the
environment and creating strategies to encourage employee engagement (Deloitte
Insights, 2020; Morgan, 2017; Shuck, 2019; Turner, 2020). Such as designing and
implementing engagement training or interventions, as well as determining the primary
goal (e.g., individual, team, or organizational level) of engagement initiatives most
effective for the organization (Anthony-McMann et al., 2017; Jeske et al., 2017; Kahn,
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1990; Keenoy, 2014; Khodakarami et al., 2018; Saks & Gruman, 2014; Shuck, Osam, et
al., 2017, Turner, 2020).
As a positive psychological state foundationally grounded in Kahn’s (1990)
original engagement construct, employee engagement arose from positive psychology to
explore factors that drive psychological health and well-being (Bailey et al., 2015, Kahn,
1990). The design of positive psychological interventions promotes positive emotions,
behaviors, or thoughts to enhance well-being and positive development (Catalino et al.,
2014; Layous et al., 2014; Parks and Biswas-Diener, 2013). A literature review of
positive psychological interventions suggests optimizing the psychological state involves
fostering psychological resilience, cultivating subjective experiences (Chmitorz et al.,
2018; Glazer & Liu, 2017; Myers et al., 2013), and building personal resources (Gilbert
et al., 2018), such as encouraging individuals to have a psychological intelligence of
gratitude and self-connectedness (Kaplan et al., 2014). As one example, Lenderman
(2018) suggests human capital managers use practical psychological interventions
through private cognitive-behavioral training. Another literature review of the same topic
asserts positive interventions remain more effective when repeated many times over a
sustained period (Bolier et al., 2013). Ghosh et al. (2019) report mentoring’s impact on
employee engagement and psychological capital, finding that “frequency of contact
between mentors and mentees” influences the building of psychological capital and
employee engagement (p. 37). Oishi et al. (2009) examines levels of positive emotions
and suggests increasing positive emotions may have a negative outcome for the
individual. An adequate level of positive emotions depends on how one defines success
and available personal resources.
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This study of employee engagement focuses on human beings at work and how
psychological experiences shape perceptions of the work environment to engage or
withdraw personal resources. Employee engagement remains a “positive, active, workrelated psychological state operationalized by the maintenance, intensity and direction of
cognitive, emotional, and behavioral energy” (Shuck, Osam, et al., 2017, p. 269). The
construct considers the psychological process of how an employee thinks and feels about
the work setting and ultimately forms intentions to engage or withdraw personal
resources (Kahn, 1990; Lee et al., 2020; Shuck, 2019).
The foundational conceptualization of employee engagement remains grounded in
Kahn’s (1990) seminal engagement study. The article explores how individuals
psychologically occupy roles in varying degrees relative to psychological presence during
particular moments of role performances (Kahn, 1990). Kahn (1992) later develops the
concept more fully, proposing being fully present in one’s role performance at work
evolves from a temporal dimension. Kahn (1992) defines the temporal dimension as, “To
be fully present means that the person is taken away by neither memories (of the past) nor
dreams (of the future), although both may guide present actions” (Kahn, 1992, p. 328).
This research investigates the temporal dimension of employee engagement through the
role of an individual’s time perspective and how the potential relationship may influence
engaging or withdrawing personal resources.
The gap in engagement research suggests there has been little exploration
“articulating how the experience develops in practice” (Shuck, 2019, p. 2) and
intervention mechanisms (Sun & Bunchapattanasakda, 2019). How do individuals
uniquely form the perception or mental representations of one’s work environment? What
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process occurs, and how the process contributes to employee engagement literature? With
these questions in mind, this researcher explores Kahn’s (1990, 1992) psychological
engagement construct, the foundational basis of employee engagement, and how the
temporal dimension relates to the cyclical process of becoming fully present in the
situational moment. Engaging in the present moment involves not being taken away by
memories or dreams of the future but serving only as a guide, not a distraction, in making
decisions to take action (Kahn, 1992; Shuck, Adelson, & Reio, 2017).
This study investigates the process of how one engages in the present moment by
exploring the temporal dimension of time perspective and the potential relationship with
employee engagement. The following section explains an individual’s time perspective.
Time Perspective
Time perspective remains a cognitive-motivational process comprising
interrelating temporal frames of the past, present, and future. P. Zimbardo and Boyd
(1999) define time perspective as “the often-nonconscious process whereby the continual
flows of personal and social experiences assign to temporal categories, or time frames,
that help give order, coherence, and meaning to those events” (P. Zimbardo & Boyd,
1999, p. 1271). The translating and storing of those experiences' meanings inform
cognitive processes influencing motivation, judgment, decisions, and actions (Seijts,
1998; Zaleski, 1996; P. Zimbardo & Boyd, 1999). The content comprises an individual’s
time perspective, thus influencing present behavior. The following section explains the
historical origins of research relative to the time perspective.
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Origins of Time Perspective Research
William James (1890) is the father of American psychology. The book, Principles
of Psychology, contains a chapter called “The Perception of Time.” In this chapter, an
individual’s time perspective refers to an internal psychological perception. The study
suggests individuals would have no perceptions without memories (James, 1890) and
serves as the conceptual foundation of time perspective theory (Stolarski et al., 2015).
When discussing the passage of time concerning an individual’s experience, James
(1890, 2011) proposes knowledge of some part of the past or future, near or remote,
forms our understanding of the present.
Around the same time as William James’ book, others had ideas about individuals
and time relationships. French philosopher Henri Bergson (1889/2002) proposes
subjective time to collapse actual time in a doctoral thesis. The book, later translated into
English in 1910, suggests a nonliteral representation established by the memories, and a
future formed by expectations creates a human being’s individual experience of time
(Bergson, 1889/2002). John McTaggart Ellis (1908) suggests humans' conceptualization
of time exists as a personal interpretation of the mind. Reality itself cannot be temporal,
and perception serves as an illusion for the idea of time (McTaggart, 1908). In the 1920s,
psychologist Pierre Janet examines time perspective from the outlook of social behavior.
Janet proposes individuals adapt to time and create time within the mind. After William
James ' book, numerous other studies (c.f., Roeckelein, 2000) address the subject of time
with human behavior (Cottle, 1976; Edwards, 2002; Metcalf & Mischel, 1999).
Conversely, behaviorists did not comply with the importance of the psychological
study of time and fought to negate the concept (e.g., B. F. Skinner, 1987; John Watson,
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1913). Nevertheless, physics and philosophy’s view of time as a social phenomenon
furthered the time research on human behavior (i.e., Albert Einstein, 1931; Immanuel
Kant, 1781). One example, Kant (1781), recognizes the conceptualization of time as an
innate ability influencing an individual’s view of the world. Other philosophers and
psychologists expand Kant’s viewpoint of thinking about time. Subsequently, Gestalt
psychology emerges, proposing the mind forms a “global whole” by self-tendencies to
create interpretations (Stolarski et al., 2015).
Alongside the earlier studies, psychologists studied the origin and development of
mental functions, traits, or states to determine how the sensitivity of time forms in an
individual’s psyche. Wilhelm M. Wundt (1897), the father of experimental psychology,
established the first experimental psychology lab. The significant contribution to
psychology consists of structurally analyzing how the mind works (Alan, 2016; Wundt,
1897). The French social philosopher Jean-Marie Guyau (1890) proposes measuring time
comprises the number and the variability of events, the organization, and the cognitive
and emotional significance. Further, how time organizes itself in human beings' minds is
a by-product of goal-directed behavior through the dynamics of needs and satisfying
them while coping with the world. Guyau (1890) considers time a coping strategy and
describes the process as an individual’s “buildup of sensations producing an internal
perspective aimed towards the future” and serves as a functional adaptation to one's
environment (Guyau, 1890; 2006; Michon et al., 2008, p. 12). French experimental
psychologist Paul Fraisse (1963) studies how humans adapt to time and create temporal
conditions. Fraisse proposes individuals have no identifiable time sense and advocates
not time itself but what occurs in time, produces time-related effects, experiences, or
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perceptions (Fraisse, 1981; 2006). In the field of perception and estimation of time, the
research spanned 30 years. Over that period, Fraisse evolved from being a behaviorist,
not comfortable time as a variable, cognitive psychology, and receptive to the idea
(Fraisse, 1984).
Joseph Nuttin and Willy Lens’s book, Future Time Perspective and Motivation”
remains influential in contemporary time studies. Nuttin and Lens (1985) focus on the
importance of future thinking as a human’s primary motivational force (Nuttin & Lens,
1985). McGrath and Kelly’s (1986) book Time and Human Interaction: Toward a Social
Psychology of Time points out the lack of attention to temporal assumptions implicit in
psychological observations, theories, and measurements. The book investigates reasons
for the neglect, discusses assumptions about time prompting current research, and
outlines areas of concern to psychology. The book remains essential to social psychology
research and includes discussions of deeply embedded temporal constructs from Kahn
(1990, 1992) and colleagues' works on stress in organizations. An individual manages
mostly interpersonal activities while performing the tasks and interactional time, not
necessarily company time handling task-involved activities. The concurrence of two
different temporal frames of reference creates suitability problems for the individual
regarding the organization (McGrath & Kelly, 1986).
In Julius Thomas Fraser’s (1989) book, Issues of Time and Mind, he shares views
originating from all disciplines as a form of interdisciplinary studies to inform on the
subject of time. The book details his travel experiences revealing the intercultural
differences in time conceptions (Levine, 1998). Fraser’s educational background consists
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of physics and significantly contributes to the study of time. Fraser served as a founding
member of the International Society for the Study of Time (ISST, 2018).
Aspects of Psychological Time
The conceptualization of time perception serves as a cognitive and motivational
construct built on four premises. First, time perspective remains cognitive as it originates
within an individual’s thoughts and stands as a motivational concept as thoughts relative
to time lead individuals to generate particular decisions and engage in specific behaviors.
Secondly, time perspective encompasses three time-based periods; the past, present, and
future. Each period uniquely influences the development of an individual’s time
perspective. Thirdly, time perspective varies among individuals due to learning and life
experiences in numerous contexts, such as family, school, and community. Fourth, time
perspective remains a multi-faceted concept inclusive of time relation, frequency,
attitude, and orientation. Each dimension produces a different and significant portion of
the construct (Mello & Worrell, 2015, Ortuno, 2019).
Time relation refers to understanding in the present moment the connection of the
past thoughts and future expectations and how they contribute to the current situational
moment calling it the holistic present (P. Zimbardo & Boyd, 2008). Time-frequency
denotes the frequency individuals report thinking about the past, present, and future
(Mello & Worrell, 2015). Kurt Lewin (1942a) asserts individuals increase their
perspectives from days, weeks, months, and years as individuals age. Time meaning
represents how individuals define past, present, and future experiences, such as crossnational variations in how individuals characterize time (Nunez & Sweetser, 2006).
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This study focuses on psychological time research involving time perspective,
time attitude, and time orientation. First, the time perspective comprises the past, present,
and future (P. Zimbardo & Boyd, 1999). The second, time attitude, consists of the
positive or negative attitude towards the three regions (Nuttin & Lens, 1985). Finally,
time orientation is the “relative dominance of past, present, or future in a persons’
thought” (Hornik & Zakay, 1996, p. 385).
Time Perspective. Time perspective is the often-nonconscious process where the
continual flows of personal and social experiences partitioning into temporal categories,
or time frames (past, present, and future), help organize and provide meaning to those
events (P. Zimbardo & Boyd, 1999). The mental process categorizes, records, and
recovers personal and social experiences through the proportionate temporal focusing of
past, present, and future, influencing various human behavior and cognition (Ortuno &
Vasquez-Echeverria, 2013). Research conceptualizes time perspective as a cognitive and
motivational construct varying among individuals (Mello & Worrell, 2015). The
comprehensive process influences the encoding, storing, and recalling mental
representation of situational context (P. Zimbardo & Boyd, 1999) and motivational
intentions (Nuttin & Lens, 1985).
Time Attitude. An individual’s negative or positive attitude towards the past,
present, and future explains time attitude. The positive or negative characteristics
constitute “the affective attitude of an individual toward his past, present, and future”
(Nuttin & Lens, 1985, p. 91). In time perspective literature, a balanced time perspective is
the optimal time attitude and strongly correlates with an overall positive attitude (P.
Zimbardo & Boyd, 2008). Working on a balanced time perspective likely improves an
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individual's functioning, regardless of the intensity of their overall innate propensity to
make positive appraisals regarding themselves, life, and the future (Sobol-Kwapinska &
Jankowski, 2016). Other studies support the value of an optimal time attitude (e.g.,
Alessandri et al., 2012; Boniwell et al., 2010; Bryant et al., 2005; Mello & Worrell, 2015;
Sobol-Kwapinska, 2009; P. Zimbardo & Boyd, 2008; P. Zimbardo et al., 2012).
Time Orientation. Time orientation is a psychological construct consisting of
cognitive, affective, and behavioral components representing behavioral predispositions
influencing thoughts, emotions, and motivations relative to the temporal focus (Bolotova
& Hachaturova, 2013; Lasane & O'Donnell, 2005; Shipp & Aeon, 2019). Temporal focus
is the amount of attention given to thinking of the past, present, and future, integrating the
perceptions about previous experiences, present circumstances, and future desires “into
their attitudes, cognitions, and behavior” (Shipp et al., 2009, p. 1). Time orientation
predicts numerous facets of an individual’s social behavior and overall mental
representation that habitually directs and guides an individual’s decisions to behave in a
specific manner (Lasane & O'Donnell, 2005; Kostic & Chadee, 2017; Nuttin & Lens,
1985; Stolarski et al., 2015). Time orientation and time perspective together describe the
evaluations and emphasis an individual attaches to the past, present, and future
(Shmotkin, 1991, p. 243), although throughout the literature, the broader term of time
perspective refers to any of the three psychological distinctions (Jones, 1993; Nuttin &
Lens, 1985).
A great deal of the research on time orientation has shown how life experience
predominantly “affects one’s ability to cognize, derive motivation, or be emotionally
affected by a particular time frame” (Lasane & O’Donnell, 2015, p. 13). Thus, orientation
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towards a particular time frame remains a powerful cognitive, affective, and behavioral
compass by which human beings come to understand and relate to their psychological
worlds (Lasane & O’Donnell, 2015; Temple et al., 2019). The past orientations quantify
to what degree individuals experience negative or positive attitudes. The present
dimensions measure the degree of focus on present-orientation for hedonic reasons or
submission to a fatalistic perception that fate, not personal actions, primarily influences
the future. Future orientation measures to what degree individuals place on future
expectations with less emphasis on the past or present moments (P. Zimbardo & Boyd,
1999). The following describes each orientation and illustrates each category's
significance beginning with an individual’s negative focus on the past.
Past-Negative
Past-negative orientations tend to have a pessimistic, harmful, or aversive attitude
toward the past associated with feelings of depression, anxiety, low self-esteem, selfreported unhappiness, and aggression (P. Zimbardo & Boyd, 1999; Boyd & P. Zimbardo
2005). Ortuno and Vasquez-Echeverria’s (2013) study proposes time orientation
relationship with a negative valence indicates “a greater role in the prediction of selfesteem” (p. 122). One study observes a correlation between high perceived stress levels
in participants with high past-negative and high present-fatalistic orientations, suggesting
time perspective may predict one’s perceived stress (Papastamatelou et al., 2015). A
cynical view of the past may drive the individual’s susceptibility to elevate sensitivity to
pain (Gacs et al., 2020). Negative orientation to past experiences positively associates
with gambling, lying, and stealing (Aylmer, 2017), internet addiction, Facebook
addiction (Przepiorka & Blachnio, 2016), severe personality problems, and more
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reporting of suicidal ideation (Van Beek et al., 2011). The orientation also exhibits lower
educational achievements (Fieulaine et al., 2006), emotional intelligence (Stolarski et al.,
2011) and relates negatively to subjective well-being (Zhang & Howell, 2011; Zhang,
Howell, & Stolarski, 2013). Individuals high in past-negative time perspectives focus on
what could have been rather than what could be (P. Zimbardo & Sword, 2017). The
following explains a positive focus on the past.
Past-Positive
Past-Positive individuals construct a view of the past as glowing, cheerful, and
nostalgic (P. Zimbardo & Boyd, 1999). Those oriented to past-positive may collect
photographs, keep souvenirs, maintain friendships from childhood, and happily anticipate
traditional holiday celebrations (P. Zimbardo & Sword, 2017, p. 14). Studies indicate this
orientation has positive correlations with emotional intelligence (Stolarski et al., 2011),
extraversion (Kairys & Liniauskaite, 2015), and “account for a 13.7% variance in life
satisfaction beyond personality traits” (Zhang & Howell, 2011, p. 171). Additionally,
self-esteem (P. Zimbardo & Boyd, 1999) and conscientiousness (Van Beek et al., 2011)
positively correlate with this dimension. Past-positive orientation positively correlates to
subjective well-being (Garcia et al., 2016; Zhang, Howell, & Stolarski, 2013). Hence, a
past-positive direction is the opposite of a past-negative and is associated with healthy
functioning (Holman & P. Zimbardo 2009). These individuals exhibit high self-esteem
and happiness and have a healthy outlook on life (P. Zimbardo & Boyd, 1999; P.
Zimbardo & Boyd, 2008). The following section explains an individual’s fatalistic
orientation towards the present.
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Present-Fatalistic
A present-fatalistic orientation individual considers the future as predestined and
unmalleable by individual efforts. The orientation rarely concentrates on anything further
than the present moment due to reliance on fate as the influential factor in changes, thus
having an attitude of helplessness towards life (P. Zimbardo & Boyd, 1999). The presentfatalistic individual takes no action towards financial health (P. Zimbardo et al., 2017)
and have a negative approach of resigning and accepting current misfortunes
(Z. Zimbardo et al., 2017). This orientation tends to score high on depression, anxiety,
frustration, aggression (Lefevre et al., 2019; P. Zimbardo & Boyd, 1999), addictions to
the Internet and Facebook, and negatively correlates with happiness and subjective wellbeing (Stolarski et al., 2014; Zhang & Howell, 2011), life satisfaction (Zhang, Howell, &
Stolarski, 2013), chronic stress (Bourdon et al., 2020), and intelligence (Zajenkowski et
al., 2015). A correlation between high perceived stress levels in participants with high
present-fatalistic and high past-negative suggests time perspective can predict perceived
stress (Papastamatelou et al., 2015). Moreover, religious beliefs, living with tremendous
hardships, or personal assessment of dire financial conditions may prompt the formation
of a fatalistic orientation (P. Zimbardo & Sword, 2017). The following section explains
an individual’s hedonistic orientation towards the present.
Present-Hedonistic
Present-hedonistic individuals orient toward enjoyment, pleasure, and excitement
in the present moment with no careful thought of the outcome. The orientation shows a
minimal preference for consistency, lacks impulse control, often searches for novelty by
engaging in sensation-seeking activities (P. Zimbardo & Boyd, 1999), and lives deep in
60

the present moment (Z. Zimbardo et al., 2017). These individuals remain less willing to
endure sacrifices in the present for rewards or anticipated benefits in the future. One’s
inability to anticipate subsequent events to come provokes maladaptive behavioral
outcomes, such as delinquency, unsafe sex, substance abuse, and other unhealthy
behaviors (Lens et al., 2012). Additionally, present-hedonistic individuals tend to be
more anxious, shy, lie more, have low self-esteem (Aylmer, 2017), and display
aggression and impulsivity (Stolarski et al., 2016).
Research supports an individual’s time perspective as a significant individual
variable for guiding decisions about risky actions. On average, individuals oriented
towards hedonistic facets of the present found risk-taking more appealing than
individuals that were not (Jochemczyk et al., 2017). Furthermore, exhibiting risky
behaviors suggests remaining more likely to have addictive personalities and avoid pain
(P. Zimbardo & Sword, 2017). Risky behaviors include: building risky investment
portfolios (Sekscinska et al., 2018); failing to invest in health maintenance (Boyd & P.
Zimbardo 2005); suffer higher rates of drug and alcohol abuse (Fieulaine, 2017; P.
Zimbardo & Boyd, 1999); and exhibits risky driving behaviors (Lemarie et al., 2019; P.
Zimbardo et al., 1997). Nevertheless, present-hedonistic time perspectives also correlate
with trait intelligence (Stolarski et al., 2011), optimism, positive relationships with others,
satisfaction with life, and positive moods (Stolarski et al., 2014). The following section
explains an individual’s orientation towards the future.
Future
Individuals with a high future time perspective exhibit concern over the
consequences of actions, behave rationally and are characterized by a high degree of
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responsibility and ability to avoid diversions from goals (D'Alessio et al., 2003; P.
Zimbardo & Boyd, 1999) and conscientiousness (Zhang & Howell, 2011). The future
orientation positively correlates to subjective well-being (Zhang, Howell, & Stolarski,
2013) and negatively correlates with chronic stress (Bourdon et al., 2020). Individuals
with this orientation avoid novelty, sensation seeking, aggression, risk-taking, impulsivity
(P. Zimbardo & Boyd, 1999) tend to have higher cognitive abilities and efficient working
memory (Zajenkowski et al., 2015). Future focus includes actively planning, setting
goals, predicting the potential effect of possible courses of action to predict future goals
most favorable, thereby avoiding failure (Bandura, 1991; Locke & Latham, 1990;
P. Zimbardo & Sword, 2017). While taking protective measures in planning, individuals
motivate and guide actions in anticipation of future events by planning for safe outcomes
in the future that provide “direction, coherence, and meaning to one’s life.” Anticipated
future events remain “current motivators and regulators of behavior” and cognitively
represent the future (Bandura, 2001b, p. 7). Hence, a future perspective permits
individuals to surpass the momentary environment, directing the present situation to
match the anticipated outcome (Bandura, 2001a, 2001b).
In a meta-analysis and review of individuals’ future time perspectives, the
findings suggest the temporal perspective may be beneficial in predicting behaviors in
which motivational orientation and self-regulation play a significant role (Andre et al.,
2018; Kooij et al., 2018, O’Neill, 2020). Self-efficacy, optimism, and hope remain the
three influential future-oriented temporal perspectives noted in positive psychology
research (Lopez et al., 2019). The idea of self-efficacy is an individual’s “beliefs in their
capabilities to produce desired effects by their actions” (Bandura, 1997, p. vii).
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Individuals self-regulate their personal actions while navigating ongoing environmental
events before the individual engages in goal-directed action (Bonanno & Burton, 2013;
Maddux, 2009), such as the eating behaviors of those with a future time perspective focus
on their health (Dassen et al., 2015; Hall & Fong, 2003; Joireman et al., 2012). Optimists
use an adaptive explanatory process to explain adverse events, either learned or
dispositional (Carver & Scheier, 1993). With learned optimism, the optimist’s goalfocused cognitions strive to distance oneself from negative situations (Seligman, 2006),
while dispositional optimists seek to connect the event to positive outcomes in the future,
generally expecting good things (Carver & Scheier, 1981). A meta-analytic review of
dispositional optimism suggests optimists may adjust coping strategies to meet stressors'
demands (Nes & Segerstrom, 2006). Carver and Scheier (2014) suggest greater
dispositional optimism predicts better career success, social relations, better health, and
greater engagement in pursuing goals.
Furthermore, optimism is a cognitive construct relating to motivation, whereby
optimists execute effort while pessimists withdraw from taking action (Carver & Scheier,
2014). Hope is a positive motivational state emphasizing cognitions built on goal-directed
thought. An individual with hope expects the perceived abilities to find alternate paths to
accomplish personal goals (Snyder et al., 2002). The following section explains an
individual’s emphasis on balancing orientations during situational moments.
Balanced Time Perspective
Research supports a balanced time perspective comprises low scores on the pastnegative and present-fatalistic and moderately high in present-hedonistic and high scores
on the past-positive, and moderately high future-time perspectives (Boniwell & P.
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Zimbardo, 2004; Boyd & P. Zimbardo, 2005; Stolarski, 2016; P. Zimbardo & Boyd,
1999, 2008). The literature proposes a balanced time perspective can switch effectively
among time perspectives relevant to task features, situational deliberations, and personal
resources, rather than a bias towards a specific time perspective not adaptive across
situations (P. Zimbardo & Boyd, 1999). Boniwell and P. Zimbardo (2004) propose that
“a blend of temporal orientations would be adaptive, depending on external
circumstances and optimal in terms of psychological and physiological health” (p. 171).
The process of switching between time perspectives remains a cognitive ability central to
optimum psychological functioning (Boniwell & P. Zimbardo 2004; Drake et al., 2008;
P. Zimbardo & Boyd, 1999) and remains relatively unbiased. An optimal time
perspective occurs when the individual adaptively shifts between the past, present, and
future perspectives, depending on the current situation, needs, and values (Boyd & P.
Zimbardo, 2005; P. Zimbardo & Boyd, 1999, 2008).
Research relative to a balanced time perspective developed within positive
psychology (Boniwell et al., 2010; Boniwell & Osin, 2015; Boniwell & P. Zimbardo,
2003, 2004; Boyd & P. Zimbardo, 2005). A balanced time perspective as an essential
adaptation mechanism emphasizes well-being and mediates the relationship between
mindfulness and life satisfaction (Stolarski et al., 2016; Stolarski et al., 2020). Numerous
studies demonstrate the crucial role of a balanced time perspective and a vital feature of
subjective well-being and various aspects of socioemotional adaptation (Boniwell et al.,
2010; Stolarski, 2016; Stolarski et al., 2015; Zhang et al., 2013). For example, Zhang et
al. (2013) report a balanced time perspective relates to “increased satisfaction with life,
happiness, positive affect, psychological need satisfaction, self-determination, vitality,
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gratitude and decreased negative affect” (p. 169). In particular, a balanced time
perspective correlates with positive mental health (Vowinckel et al., 2017), cognition,
and self-regulation (Stolarski & Witowska, 2017; Witowska & Zajenkwski, 2019). Next,
the following section explains the research approaches relative to an individual’s time
perspective.
Time Perspective Research Approaches
Time perspective research comprises two main approaches. The first integrates
time perspective within motivational theories, focusing primarily on a future time
perspective, such as coping by anticipating possible future events, thereby preparing for
when the events occur (Gjesme, 1983). For example, some individuals may consider
leaving a job if the perception of the work environment remains unfavorable. Yet, an
individual with a future time perspective will evaluate the situation to determine if going
or staying will help achieve the goals (Park & Jung, 2015). Contrarily, depending on how
far into the future, the temporal perspective may avoid a threat or passively be waiting for
the subsequent events by responding to the need to defend or protect themselves (Gjesme,
1983; Trommsdorff, 1983). Research posits individuals with a higher future time
perspective tend to avoid risky investment behaviors (Sekscinska et al., 2018) to secure
the expectations of financial outcomes in the future. The combination of future time
perspective, financial knowledge, and risk tolerance remain significant in aggressive
savings (Jacobs-Lawson & Hershey, 2005). The research proposes meaningful positive
relationships with achievement, well-being, positive health behaviors, and moderating
effects of different future time perspective measures (Kooij et al., 2018). For example, an
experimental study of three groups; (a) time perspective intervention, (b) goal-setting
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intervention, and (c) no treatment control group found the effects of the interventions
enhanced the pursuit of healthy behaviors. The results indicated time perspective was
causally associated with health behavior (Hall & Fong, 2003). Furthermore, utilizing
adaptive self-regulatory study strategies, such as persistence during stress and having a
positive attitude, remains positively associated with a future perspective (de Bilde et al.,
2011).
The second approach emphasizes the cognitive method of encoding and storing
information exercising influence motivation, judgment, decisions, and actions (Seijts,
1998; Zaleski, 1996; P. Zimbardo & Boyd, 1999). Depending on cognitive processes,
emotional attitudes, and future expectations, an individual’s perception may be positive
or negative (Zaleski, 1996, p. 165). Individual differences in tendencies to use particular
time perspectives connect to various cognitive abilities (Stolarski et al., 2011;
Zajenkowski, Stolarski, Maciantowicz, et al., 2016). For example, research findings
assert working memory development as a strong predictor of temporal orientation. Those
with more effective working memory display a propensity towards future time
perspective (Witowska & Zajenkwski, 2019; Zajenkowski et al., 2015; Zajenkowski,
Stolarski, Maciantowicz, et al., 2016; Zajenkowski, Stolarski, Witowska, et al., 2016).
Working memory's significance remains the ability to briefly store and manage
information necessary to execute complex cognitive tasks, like the ability to reason,
learn, and comprehend (Shiel, 2017). Furthermore, inhibition, memory, temporal
discounting, and decision-making emerge as cognitive abilities deficits associated with
attention-deficit/hyperactivity disorder (ADHD) (Coghill et al., 2018). ADHD has a
relationship with the time perspective orientation of present hedonism, thus suggesting
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time perspective therapy may be a possible diagnostic tool or therapeutic method in
lessening ADHD symptoms (Carelli & Wiberg, 2012; Weissenberger et al., 2020;
Weissenberger et al., 2019; Weissenberger et al., 2016).
Time perspectives correlate with meta-cognitive skills, knowledge, and
experiences suggesting the temporal orientation influences meta-cognition (Zajenkowski
et al., 2015). Metacognition functions as the acknowledgment and comprehension of
one’s thought process. Flavell (1979) defines metacognition as the “knowledge and
cognition about the cognitive phenomenon” (Flavell, 1979, p. 1). The level of thinking
includes individuals’ ability to think, understand, adapt, change, control, and use thought
processes (Flavell, 1979; Flavell, 1987). An individual who is aware and thinks about the
temporal framing can learn to switch adaptively between particular time perspectives.
The psychological assessments regard the current environment, the impact of past work
experiences, the direction of forthcoming intentional behavior, and how the factors affect
the sense of well-being at work (Lazarus, 1982; Lazarus & Folkman, 1984; Nimon &
Zigarmi, 2015; Shuck et al., 2018; Zigarmi et al., 2011).
The literature illustrates the value of reframing time perspectives in the course of
interventions, coaching, and therapy (Boniwell & Osin, 2015; Bowles, 2018; Kazakina &
van Beek, 2017; Peetsma et al., 2017; Stolarski & Witowska, 2017; Sword et al., 2015).
For example, clinicians use time perspective therapy for post-traumatic syndrome
disorder by shifting the focus of past trauma to a more positive direction of looking
towards the future (Stolarski & Cyniak-Cieciura, 2016; Sword et al., 2014; P. Zimbardo
et al., 2012). Moreover, time perspective therapy helps individuals with various day-today issues, such as improving relationships, solving problems, depression, stress, and
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anxiety (Sword & P. Zimbardo 2016). Next, the following section explains the
significance of cognitive, emotional, and behavioral coping strategies.
Time Perspective – Cognitive, Emotional, Behavioral Coping Strategies
A fundamental principle of temporal research asserts that individuals differ in
past, present, and future (Bluedorn, 2002; Nuttin, 1985; Rappaport, 1990; Shipp & Aeon;
2019; P. Zimbardo & Boyd, 1999). Temporal focus comprises the level of attentiveness
individuals dedicate to thinking about the past, present, and future (Shipp & Aeon, 2019;
P. Zimbardo & Boyd, 1999). For instance, our affective (emotional) experiences more
heavily guide the present. In contrast, cognitive experiences more greatly influence the
future (Jones, 1988). In addition, an individual must have the aptitude to formulate
conditional probabilities connecting present behaviors to future outcomes (De Volder &
Lens, 1982; Jones, 1988; Nuttin, 1985). The concept remains crucial relative to how an
individual integrates perceptions about past experiences, current situations, and future
expectations into personal cognitions, attitudes (emotions), and behavior (Bolotova &
Hachaturova, 2013; Jones, 1993; Shipp et al., 2009; Stolarski & Zajenkowski, 2014).
Bolotova and Hachaturova’s (2013) research considers the interrelationship
between cognitive, emotional, and behavioral coping strategies and time perspectives.
The significance of adaptive coping choices can protect individuals’ physical and mental
health, while maladaptive coping options are detrimental (Holton et al., 2016). Adaptive
coping strategies positively influence perceived stress management more than
maladaptive coping strategies (Joo et al., 2017). The tensions associated with adaptive or
maladaptive choices of strategies to cope, in any given moment, have different effects on
the individual and organizational outcomes (Rabenu & Yaniv, 2017; Sonnentag, 2012).
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To respond adaptively to stressors, the capability to regulate emotions is critical
(Bonanno & Burton, 2013; Carver & Scheier, 2016; Denny et al., 2015).
As summarized in Tables 1 and 2, the study findings correlate with an
individual’s time perspective, coping strategies, and choice of coping methods' cognitive,
emotional, and behavioral variants. In addition, the findings show the percentage
equivalence of the choice of adaptive, relatively adaptive, and nonadaptive coping
approaches concerning an individual’s time perspective and illustrate the variations of
coping methods proportionate to cognitive, emotional, and behavioral coping strategies
relative to time orientations (Bolotova &. Hachaturova, 2013).
Table 1
Choice of Coping Strategies Relative to Time Perspective Orientation
Time Orientation
Past-Negative
Past-Positive
Present-Fatalistic
Present-Hedonistic
Future

Adaptive
15%
50%
22%
37%
63%

Relatively adaptive
37%
29%
43%
35%
25%

Non-adaptive
48%
21%
35%
28%
12%

Note: Adapted from Bolotova & Hachaturova, 2013, p. 126.

Table 2
Choice of Cognitive, Emotional, or Behavioral Coping Strategy
Time Orientation
Past-Negative
Past-Positive
Present-Fatalistic
Present-Hedonistic
Future

Cognitive
17%
22%
25%
32%
53%

Emotional
50%
36%
59%
25%
15%

Note: Adapted from Bolotova & Hachaturova, 2013, p. 126.
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Behavioral
33%
42%
16%
43%
32%

The results indicate that a future time perspective leads to cognitive and
behavioral coping strategies in a stressful situation. These individuals are highly selfregulated, analyze issues, and find approaches to solve problems (Bolotova &
Hachaturova, 2013; Bonanno & Burton, 2013). The negative orientation to the past
connects to high levels of nonadaptive emotional coping strategies, such as suppressing
emotions and retreat (Bolotova & Hachaturova, 2013). Thinking driven by emotions has
a propensity to affect good judgment (Lerner et al., 2015). The fatalistic time perspective
predicts a nonadaptive behavioral approach in resolving stressful events. A positive
emphasis toward the past comprises adaptive behavioral and emotional coping strategies.
The hedonistic orientation correlates with dynamic coping behavior in stressful situations
and adaptive and nonadaptive coping methods. The negative past focus leads to choosing
the least adaptive coping strategies and direction to the present-fatalistic, which results in
the relative absence of different coping strategies.
Thus, an individual’s time perspective can predict managing a challenging
situation, whether positive or negative, in the coping techniques (Bolotova &
Hachaturova, 2013). Significant to employee engagement, cognitively engaging makes
up 50% of the variance of an individual’s psychological well-being (Joo et al., 2017).
Future orientation and past-positive orientations are comparatively very high in cognitive
effort relative to the other time orientations. This study illustrates the choice of utilizing
mental, emotional, or behavioral coping strategies depending on an individual’s time
perspective (Bolotova & Hachaturova, 2013). The result may offer insight into the
process of how an individual engages or withdraws in the work environment. Next are
the theoretical assumptions guiding and shaping the study “by specifying how and why
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the variables and relational statements are interrelated” (Labovitz & Hagedorn, 1971, p.
17). The following section describes the four foundational human capital theories, field,
time perspective, and employee engagement.
Foundational Theories
The foundational theories supporting the research study provide the underlying
structure, orientation, and viewpoint (Merriam & Simpson, 1995) of the interrelated
elements, constructs, variables, proposed relationships, and posited outcomes (Roberts,
2010; Robson, 2011). The four theories, including human capital, field, time perspective,
and employee engagement, shape this study's framework to build and support the
research objectives. The following explains the human capital theory.
Human Capital Theory
In 1682, the economist Sir William Petty served as the first to value labor as a
significant factor in estimating a country's wealth (Kiker, 1966; Petty, 1769). However,
the foundation of human capital as a discipline and theory originates from Scottish
economist Adam Smith’s book. Smith (1776) wrote An Inquiry into the Nature and
Causes of the Wealth of Nations that defines four types of fixed capital: land, buildings,
machinery, and human abilities. Smith (1776) suggests a nation's capital stock includes
an individual’s acquired skills and capabilities that increase wealth for society and the
individual (Smith, 1776). Other economists recognize the concept of considering human
beings or their skills as capital in developing their body of work (e.g., Fisher, 1897; Mill,
1909; Say, 1821; Senior, 1939).
In 1890, the British economist Alfred Marshall wrote The Principles of
Economics and proposed the most valuable capital remains within investments in human
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beings (Marshall, 2013). Marshall explains human behavior's economic aspects as a
beginning point when developing laws governing the establishment of economic systems.
Marshall views the economy as part of a whole, not isolated from political and social
factors or cultural institutions (Marshall, 1885). However, the discipline and theory of
human capital took shape in the 1950s.
The main factors of production in the 1950s were physical capital, labor, land, and
management (Becker, 1993; Mincer, 1962). During that time, Economist Robert Solow’s
(1957) work revealed a gap of economic growth in the United States unexplainable
through the main factors of production, which stands due to the increase in human
capital. Solow’s (1957) work led to the development of economic growth accounting and
became the catalyst for subsequent attention to human capital and shaping human capital
theory.
American economist Theodore Schultz (1961) uses the term human capital in his
article “Investment in Human Capital” and asserts skills and knowledge as a form of
wealth do not appear apparent but remain a sizeable part of the deliberate investment
(p. 1). Schultz considers the unexplained residual gap the most distinctive feature of the
United States economic system and proposes investing in human capital remains
responsible for workers' earnings increase (Schultz, 1961). Subsequently, Shultz (1981)
includes innate and acquired abilities, informal education, and human well-being.
As Theodore Schultz began the early stages of human capital research, Gary
Becker and Jacob Mincer, founding fathers of modern labor economics (Teixeira, 2007),
aid in developing the empirical foundations of human capital theory. Schultz, Becker, and
Mincer propose investments in education and training build human capital and
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capabilities as capital, promoting economic advancement. The study’s framework
provides knowledgeable explanations of investment in education and training and the
profitability stemming from the human capital investments (Becker, 1964; Mincer, 1974;
Schultz, 1961). The research of Gary Becker (1993) and Slaus and Jacobs (2011) submit
investments in employment and education serve as the primary methods for developing
human capital (Becker, 1993; Mincer, 1962; Slaus & Jacobs, 2011). Mincer asserts onthe-job training and apprenticeships as a form of investment in human capital through
employment and work experience (Mincer, 1962; Mincer, 1974). Becker (1993) later
includes health investments as an additional method for developing human capital
(Becker, 1993, p. 16).
Luthans et al. (2004) expand human capital to include positive psychological
capital, which considers “who you are.” Four positive psychological variables make up
confidence, hope, optimism, and resilience (Lopez et al., 2019; Luthans, 2017; Luthans et
al., 2004; Luthans & Youssef, 2004). The variables can develop as personal resources
(Lopez et al., 2019; Luthans & Youssef, 2004). Engagement literature notes links to
engagement and positive psychological capital (Bakker, 2017; Gupta & Shaheen, 2018;
Nigah et al., 2012; Soni & Rastogi, 2019; Xu et al., 2017; Xu et al., 2019; Zhong et al.,
2016). Positive psychological capital research stresses the importance of flexibility,
innovation, and developing and managing human capital in the 21st Century work
environment (Lopez et al., 2019).
Under the umbrella of human capital, more current research sub-divides human
capital to distinguish between human capital, human capital resources, and strategic
human capital at the individual and unit level. Human capital consists of the “individual’s
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knowledge, skills, abilities, and other characteristics (KSAOs)” necessary for successful
economic results. Human capital resources comprise individual or unit-level capacities
based on individuals' KSAOs available relative to unit-level purposes. Strategic human
capital resources further extend the idea by referencing the accessibility of resources for
unit-level competitive advantage (Ployhart & Moliterno, 2011; Ployhart et al., 2014).
Other current research considers the psychology of the individual. For example, Kell et
al. (2018) discuss a “psychological process-based account of human capital grounded in
cognitive-affective processing system” (CAPS) (p. 1). This human capital perspective
prioritizes internal resources in explaining individual outcomes rather than the
environments.
In summary, the necessary foundation of the human capital theory embodies the
role of human beings and the “amount of knowledge, skills, motivations, abilities, and
health formed as a result of investments and accumulated” by an individual, “which
contributes to the growth of the labor productivity and income of the” individual
(Chulanova et al., 2019, p. 1; Huff, 2018). Human capital represents a country’s
fundamental economic growth source (Barrio et al., 2004; Bucci et al., 2019; Schultz,
1981; Solow, 1957). An individual’s investments are vital in sustaining a competitive
advantage and increasing effectiveness from an organizational perspective. An
individual’s energy transfers into performance, generating profits (Albrecht et al., 2015;
Albrecht et al., 2018; Lee et al., 2017). From the individual level, investments in
education and training increase skills, generate higher salaries, increase well-being, and
have the potential to further opportunities for career advancement (Becker, 1993). Human
beings manage economies and organizations, and the labor, innate or attained, serves as
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the current basis of human capital theory (Becker, 1993; Bucci et al., 2019; Kell et al.,
2018; Lenderman, 2018; Schultz, 1981). The following section discusses field theory.
Field Theory
Kurt Lewin (1942a), one of the most distinguished Gestalt psychologists,
developed field theory within psychology. Lewin describes field theory as “a method of
analyzing causal relations and building scientific constructs” (Lewin, 1943, p. 201) to
analyze behavior serving as a method to changing behavior by permitting an individual to
understand actions more fully (Burnes & Cooke, 2013). The scientific approach to
psychology draws from physics and mathematics to construct a psychological field
theory serving social science (Lewin, 1942a, 1943). Lewin’s psychological theory
examines patterns of interaction between an individual and the environment, emphasizing
the dynamic forces and interrelations of perception, experience, and behavior
(Hergenhahn & Henly, 2014).
The significance of the psychological concept is that an individual's behavior does
not depend entirely on the present situation. An individual’s mood is profoundly affected
by hopes and wishes, and memories. As science dictates, data represent results inclusive
of a single setting within a specific situation, called the field. The field considers the
totality of coexisting facts as mutually interdependent relative to perceptions (Einstein,
1933; Lewin, 1943) and encompasses all the factors determining an individual's behavior
in a particular moment (Lewin, 1943). The present state contains all the facts “of that
individual as a product of his history, somewhat physical and social-surroundings”
(Lewin, 1942a, p. 213).
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The field remains the life-space comprising an individual’s psychological
environment. The psychological content is the primary source of an individual’s
experiences and needs and segregates experiences as accumulated (Lewin, 1946). An
individual’s life space contains all perceived interpretations of the internal and external
environment, remaining conscious of a specific moment. Lewin (1943) advocates
studying the life-space as necessary for understanding behavior and asserts psychology
must view the individual and the environment as one field. Behavior depends on the
present psychological field, not the psychological past and future. However, the lifespace consists of the psychological, past, present, and future as one facet at any given
time (Lewin, 1940). The current field's psychological reality level corresponds with the
individual’s beliefs at that moment (Lewin, 1943; Marrow, 1969).
Central to Lewin’s field theory, the construct of a tension system renders within
an individual and the outside pressures stemming from the surrounding field. Lewin
describes the subject as dispositional tensions required for action created by needs
towards attaining a goal (Marrow, 1969a). The theory asserts an individual’s inherent
needs existing at a given time stay significant. All individuals have intrinsic conditions
causing tension. An intrinsic attractiveness of an event, object, or situation meeting the
need reduces stress, while barriers between a need and the plan increase tension. The
objective determines the strength of forces and valances (Lewin, 1940), referred to as
driving or restraining forces (Lewin, 1946). The resulting behavior responds to the
psychological mixture of influences.
Lewin proposes releasing the tension satisfies a need and sets the pressure to form
an intention (Lewin, 1940), which sets up quasi-needs producing actions satisfying the
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original need (goal). For example, to provide information to someone and the telephone
service is not operational, the individual sends an email or other communication form to
reach the primary goal. The intention changes to match the environment, and a new
action emerges from the psychological system supporting the original intent (Lewin,
1935). Rather than a rigid status, a more fluid state towards meeting the goal provides a
quicker tension decrease (Lewin, 1940). A need not satisfied corresponds to a relatively
constant state of anticipation of individual inner-personal systems. Pressure from the
environment may keep, or partially keep, the individual in a particular form of tension
(Lewin & Cartwright, 1951).
Lewin (1940) states that “conceptually, tension refers to the state of one system
relative to the state of surrounding systems” (p. 176). The connection between
psychological needs and tension systems relates to the intensity of the tension to the
need's intensity. For example, incredibly ambitious individuals will show quasi-needs of
greater power than the average individual. Furthermore, field theory states, “intentions
are made, as a result of a given time perspective, to secure a certain behavior in the future
expecting to bring nearer the fulfillment of one or several needs” (Lewin, 1946, p. 368).
An individual’s behavior remains different due to how tensions between
perceptions of self and the environment work themselves out. No two individuals operate
the same way (Bailey et al., 2019; Bianchi, 2018; Kahn, 1990; Lee et al., 2020; Marrow,
1969a; Marrow, 1969b, Medrano & Trogolo, 2018, Nimon & Zigarmi, 2015; Shuck,
2019, Turner, 2020). According to an individual's time perspective, the most
differentiating factor is the value or significance given to “the various constituents of the
surrounding world” (Frank, 1939, p. 297; Lewin, 1935, 1936).
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Lewin (1942a) describes time perspective as “the totality of the individual’s views
of his psychological future and psychological past existing at any given time” (p. 222).
Lewin and Cartwright (1951) propose time perspective serves as a “key concept
characterizing subjective time” (p. 75). Lewin (1946) describes the forming and
structuralizing of the space per life experiences:
The main differences between developmental stages are: (1) an increase in
the scope of the life-space regarding: (a) what is part of the psychological present;
(b) the time perspective in the direction of the psychological past and the
psychological future; (c) the reality-irreality dimension; (2) an
increasing differentiation of every level of the life-space into a multitude of social
relations and areas of activities; (3) increasing organization; (4) a change in the
general fluidity or rigidity of the life-space. (p. 341)
The following section discusses the time perspective theory.
Time Perspective Theory
Time perspective theory finds its foundation in Kurt Lewin’s (Lewin, 1942b,
1943) research on time and future thinking. The approach focuses on an individual and
the level of focus on the past, present, and future, assuming an individual’s time
perspective includes a variable influencing an individual’s behavior. Thus, the theory
proposes an individual’s intention to behave in a particular manner influences how
individuals connect and organize psychological interpretations of the past, present, and
future to immediate experiences (P. Zimbardo & Boyd, 1999).
An individual’s time perspective creates the central element of the psychological
experience. Time perspective emerges from the cognitive processes of segregating and
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organizing the human experience into the past, present, and future. The theory suggests
an individual’s time perspective contains a temporal aspect forming the cognitive framing
of experiences. P. Zimbardo and Boyd (1999) identify the cognitive structuring into five
orientations: past-positive, past-negative, present fatalism, present hedonistic, and future
to measure an individual’s time perspective. The mental frames encode, store, and recall
experienced events and form expectations, goals, contingencies, and imaginative
scenarios. The five directions reflect cyclical, repetitive temporal patterns or unique, nonrecurring linear events in an individual’s life (Hall, 1984). The translating and storing of
those experiences' meanings inform cognitive processes influencing motivation,
judgment, decisions, and actions (Seijts, 1998; Zaleski, 1996; P. Zimbardo & Boyd,
1999). The content contains an individual’s time perspective, thus influencing present
behavior.
Employee Engagement Theory
Engagement theory presumes employee engagement emerges through an
individual’s interaction and perception of the work environment (Imperatori, 2017; Joo et
al., 2017; Kahn, 1990; Kahn, 1992). Employee engagement develops through cognitive
analysis, emotional expression, and, eventually, affective perception fosters the intention
to behave in a particular direction towards their work role (Shuck, Osam, et al., 2017).
The basis for employee engagement theory is the unique and varying psychological
experience and interpretation of an individual’s work environment. The internalized
psychological state forms uniquely among individuals, and no two individuals operate in
the same manner. (Bailey et al., 2019; Bianchi, 2018; Kahn, 1990, 1992; Lee et al., 2020;
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Marrow, 1969a; Marrow, 1969b, Medrano & Trogolo, 2018, Nimon & Zigarmi, 2015;
Shuck, 2019; Shuck, Osam, et al., 2017; Shuck & Wollard, 2010).
Summary
Chapter II summarizes and analyzes the relevant literature and theories supporting
the topic of this study. The chapter illustrates the gap in the engagement literature,
permitting the need for the research. In this study, the researcher explores an individual’s
time perspective to understand the individual-level characteristics underpinning how
employee engagement develops and puts the knowledge into practice.
Chapter III explains the methodology, variables, data collection, population used
in this study. Finally, chapter IV will present the findings. Chapter V will conclude with a
dialogue of the results, a discussion, limitations of the study, recommendations for future
research, and concluding remarks.
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CHAPTER III – METHODOLOGY
The purpose of this study is to determine the relationship between employee
engagement and an individual's time perspective. The basis of employee engagement
involves the individual’s personal psychological experience and the distinctive
interpretation of the work setting (Khan, 1990,1992; Shuck, 2019; Shuck & Reio, 2011;
Shuck & Wollard, 2010). The study examines time perspective as the temporal influence
in how employees develop their psychological state of engaging or withdrawing personal
resources (Kahn, 1992). Exploring the psychological processes forming an individual’s
experiences offers organizations knowledge to pursue a holistic approach in developing
employee engagement, thus complementing the current engagement research strategies
external to the individual (Imperatori, 2017; Kaiser & Schulze, 2018; Morgan, 2017;
Turner, 2020).
A review of the current literature supports a potential relationship between the
variables. The first part of this chapter explains the study’s research design, research
objectives, variables, population, and sample. Next, the study describes the
instrumentation, internal and external validity, data collection procedures, and proposed
analysis. The chapter concludes with a summary.
Research Design
This study applies a quantitative research methodology to examine the
relationship between two variables using a survey. Quantitative research describes,
explains, and makes predictions to generalize findings that apply to other populations.
The data displayed numbers, statistics, and statistical relationships (Creswell & Creswell,
2018; Stake, 2010).
81

This quantitative research employed a nonexperimental, cross-sectional,
correlational research design. According to Creswell and Creswell (2018), a nonexperimental study’s purpose includes observing, describing classifying, or analyzing
“naturally occurring relationships between variables of interest” (p. 91) and does not
make a distinction between independent and dependent variables. The naturally occurring
variables of interest in this study include employee engagement and time perspective.
The cross-sectional correlational research observes what naturally happens
without manipulating the variables (Price et al., 2015) at a single point in time (Shadish et
al., 2002). Correlational research aims to discover variables that show systematic
relationships, which involves observing two variables to establish a statistically
corresponding relationship indicating if a change in one variable creates a change in the
other (Stangor, 2015). Research objectives two through six intended to determine
whether a systematic relationship existed between each time perspective subscale
variable and employee engagement. The research observed one point in time without
manipulating the variables using Pearson’s correlation coefficient as the statistical test.
Research objective seven aims to determine how much variation in employee
engagement was explainable by each predictor variable of time perspective through the
statistical test of multiple regression analysis. Therefore, a non-experimental, crosssectional, correlational research design served as an appropriate design for meeting the
purpose of this research. The following research objectives determine if a relationship
exists between employee engagement and time perspective.
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Research Objectives
The seven objectives guide this research.
RO1: Describe the demographic characteristics of participants by age, job tenure,
gender, and industry.
RO2: Determine the relationship between past-negative time perspective and
employee engagement.
RO3: Determine the relationship between past-positive time perspective and
employee engagement.
RO4: Determine the relationship between present-fatalistic time perspective and
employee engagement.
RO5: Determine the relationship between present-hedonistic time perspective and
employee engagement.
RO6: Determine the relationship between future time perspective and employee
engagement.
RO7: Determine the relationships between the orientations of time perspective
and employee engagement.
The following section describes the variables associated with the research
objectives.
Variables
Stangor (2015) identifies variables as “an attribute that can assume different
values among different people or across various times or places” (p. 18). A review of the
related literature supported examining a relationship between the variables of employee
engagement and the role time perspective as the process of being engaged that comprised
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a temporal dimension (Kahn, 1990, 1992). Time perspective remains a cognitive process
comprised of temporal framing of the past, present, and future psychological experiences
and are interrelated. The content of those experiences determined an individual’s time
perspective that influenced present behavior. Time perspective contains five subscale
variables; (a) past-positive, (b) past-negative, (c) present-fatalistic, (d) present hedonistic
and (e) future (P. Zimbardo & Boyd, 1999). Employee engagement subscale variables
comprise (a) cognitive, (b) emotional, and (c) behavioral engagement (Shuck, Adelson, &
Reio, 2017). This study examines whether a relationship exists between each of the five
subscales variables and the EES full scale for the variable of employee engagement.
Additionally, the study examined the ZTPI-15 subscales as five independent variables
with the scale of the EES as the dependent variable.
Furthermore, this study contains the demographic criteria serving as
characteristics necessary to participate in the survey. The requirements to participate in
the survey include; (a) must be an employee in the United States, (b) employment status
of 35 hours or more, (c) 18 years of age or older, and (d) job tenure of one year or more.
In addition, data collection for reporting purposes included (e) gender and (f) industry of
employment. Next, the following section explains the demographic variables and
variables for reporting purposes.
United States Employees
The study examined participants working in the United States. The engagement
literature suggests cultural differences affect how individuals perceive the effects of the
work environment and well-being (e.g., Medrano & Trogolo, 2018). Sun and
Bunchapattanasakda (2019) claim engagement research lacks cross-cultural differences.
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Rothmann (2013) considers cultural and psychological roots necessary when examining
engagement. However, cultural factors may influence engagement, but commonalities
exist (Kelliher et al., 2013; Turner, 2020). Pisanti et al. (2011) suggest individuals
perceive job characteristics, organizational conditions, and well-being differently, and
evidence exists of cross-national differential effects of working conditions on well-being.
In addition, time perspective research indicates cross-cultural differences (Sircova et al.,
2015). Therefore, individuals working in the United States served as a criterion necessary
to participate in the survey.
Age
Research studies support age as a significant variable relative to an individual’s
time perspective. Laureiro-Martinez et al. (2017) claim studies might neglect the
“systematic relationship” between age and life-span stages by limiting age ranges
(p. 101). Lee et al. (2018) further assert the relationship of age and time perspective and
notes individuals learn to regulate their responses to the environment as individuals age
emotionally. Katana et al. (2020) and Lang and Carstensen (2002) note differences
relative to age in viewing the future as open-ended or limited. Other research indicates
that time perspective predicts longevity and mortality and many other aspects that have
implications for clinical intervention and health promotion throughout adulthood
(Gabrian et al., 2017; Fry & Debats, 2011; Fung & Issacowitz, 2016).
The Bureau of Labor Statistics (BLS; 2021) gathers and reports workforce data
for the United States. The labor force data consisted of ages 16 years old and over. For
this study, the age range includes 18 to 19, 20 to 24, 25 to 54, and 55 or over. This
research utilizes age ranges from 18 years or more to ensure compliance with
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Institutional Review Board (IRB) informed consent minimum age requirements of adult
participants (See Appendix A).
Employment Status
Engagement research considers employment status (Chumney et al., 2018), while
other studies specifically identify differences (e.g., Hickman & Robinson, 2020). The
BLS (2021) reporting criteria defines full-time work hours as 35 hours per week. This
study utilizes the same employment status as the criteria necessary to participate in the
survey.
Job Tenure
The variable of job tenure includes the length of time an individual worked in the
same job. Engagement research suggests job tenure affects engagement scores. For
example, Gallup (2018) reported that new employees had the highest engagement levels,
on average, because of the novelty of the new work role. Trahant (2009) claims
engagement declines 9% within a year of the employee’s hiring date. The job tenure
criteria for this study are defined as one year or more to provide the necessary time to
gain experience in the current work environment.
Gender
Gender, male or female, remains a demographic within engagement (e.g.,
Fletcher, 2017; Sia et al., 2015; Sonnentag et al., 2021; Schneider & Meyer, 2021) and
time perspective (e.g., Bodecka et al., 2021; Ely & Mercurio, 2011; Mello & Worrell,
2006) studies. This study followed previous studies, extending the knowledge of gender
differences of males and females by maintaining a similar scope. Schneider and Myer
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(2021) suggest that future research direction could expand within the conceptualization
for future research.
Industry
The study's survey requested participants to identify work industry information.
Engagement research suggests future use of the EES connected to different industries
emphasized applicability in other contexts (Shuck, Adelson, & Reio, 2017) and increased
generalizability (Shadish et al., 2002). Next, the following section explains the population
and sample.
Population and Sample
A study’s population refers to a pre-determined population of interest to the
research. Within the broader group, the researcher collects data from a smaller selection
within the group. The research sample describes a portion of the population that
participates, inferring to the broader population (Denscombe, 2014). This study uses
survey research that provides “a numeric description of trends, attitudes, or opinions of a
population by studying a sample of that population” (Creswell & Crewsell, 2018, p. 3031). The study’s sampling method employed a non-random, convenience, and purposive
sampling strategy. Non-random (also known as non-probability) was a sampling
technique that not all population members had an equal chance of participating in the
study. Convenience and purposive sampling were both non-random sampling techniques
(Saunders et al., 2012).
Convenience Sampling
Convenience sampling meets the target population's specific criteria, such as easy
accessibility, geographical location, availability, or willingness to participate in the study
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(Field, 2020). This study utilizes an online data collection service, Amazon Mechanical
Turk (MTurk), and obtains the sample. MTurk offers an economical means to gather
human research subjects due to its large, diverse participant population, ease of access,
quick data collection, and reasonable cost (Aguinas et al., 2021). This study uses
convenience sampling of MTurk participants. Convenience sampling indicates
participants as easily accessible, available at any given time, and participate willingly in
the survey (Aguinas, 2021; Gerlich et al., 2018).
Purposive Sampling
According to Etikan et al. (2016), the purposive sampling technique involves
selecting participants for the sole purpose of a participant's qualities. The participant's
eligibility criteria for participating in this study include working in the United States, ages
18 years or older, and job status of 35 or more hours per week. Participants must be in
their current position for one year or more. The collection of additional demographic data
for reporting purposes consists of identifying the participant’s gender and the industry of
current employment.
Sample Size Analysis
According to Dillman et al. (2014), considerations when determining sample size
are; (a) size of the population, (b) homogeneity, (c) margin of error, and (d) confidence
level. The larger the population, the larger the sample. If the population sample was
homogeneous, minor variance appears in response choices that indicate fewer people are
needed, while the opposite requires an increase in the target audience (Phillips et al.,
2013). A diverse selection requires an even larger sample. A fair margin of error needs
fewer people; however, little to no error requires more. The confidence level “tells you
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how certain you can be that the results from your sample represent the population within
the set margin of error” (p. 67). The higher the confidence level, the more the sample
needs to increase (Phillips et al., 2013). In this study, the results represent the population
within the stated margin of error.
Power analysis estimates a target sample size. The primary purpose of statistical
power analysis is to determine the smallest sample size suitable to detect the effect of a
given test at the desired level of significance (Creswell & Creswell, 2018). G*Power is a
free power analysis tool, which provides statistical tests commonly used in social and
behavioral research (Faul et al., 2007). This study uses G*Power version 3.1.9.7 and
calculates the sample size (Faul et al., 2009) for two variables using Pearson Correlation
Coefficient relative to the research objectives two through six. Also, the sample size
calculation consists of five independent variables and one dependent variable for research
objective seven’s multiple regression analysis. A priori test identifies the estimated
sample size required for each inferential test (Creswell & Creswell, 2018). Next, the
following explained the priori tests for G*Power calculation for Pearson Correlation
Coefficient and multiple regression analysis.
Pearson’s Correlation Coefficient. According to Cohen (1998), to perform a
statistical power analysis, there were factors to consider; (a) significance level or
criterion, (b) effect size, (c) desired power, (d) estimated variance, and (d) sample size.
The significance criterion was called the alpha and noted as a symbol in statistics
as 𝛼, represented “the risk of mistakenly rejecting the null hypothesis” (Cohen, 1992, p.
156). The alpha was noted as two-sided or one-sided, where parameters were either
positive or negative. Pearson’s correlation coefficient would have a two-tailed alpha
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value (Creswell & Creswell, 2018). Cohen (1992) recommended when utilizing a twosided test, α = small .01, medium .05, large .10; however, .05 is the most common (p.
156). This study utilized a two-sided parameter with the recommended medium .05
significance criteria (Cohen, 1992).
According to Field (2013), the effect size was “a standardized measure of the
magnitude of an observed effect” (p. 874). Thus, the effect size identified the strength of
conclusions about the relationship among the variables (Creswell & Creswell, 2018).
Research objectives that ask if a relationship exists between two variables, such as in this
study, describe “the magnitude and direction of association between two variables
measured on an interval scale” (Creswell & Creswell, p. 159). Cohen (1992) suggests the
operational definition of effect for Pearson’s correlation coefficient was small (.10),
medium (.30), and large (.50) effects (p. 157). This study used a medium effect of .30.
The desired power was “the ability of a test to detect an effect of a particular size” (Field,
2013, p. 881).
According to Cohen (1992), power is 1- 𝛽. .80 was a convention proposed for
general use. A smaller power value than .80 would incur too significant a risk of Type II
error, while a large number could exceed the researcher’s resources (p. 156). The
researcher needed to know the number of participants required per the desired power for
the specified alpha (𝛼) and hypothesized effect size. “The estimated variance is a range
of values that describe a level of uncertainty around an estimated observed score”
(Creswell & Creswell, 2018, p. 180). This study used a 95% confidence level, which
meant 95 out of 100 times, the score falls into the established range (Creswell &
Creswell, 2018).
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Multiple Regression. The G*Power analyses for multiple regression utilizes a
medium effect size (f2 = .015), an alpha of .05, and a power of .80 (Cohen, 1988). The
effect size for multiple regression indicates; f2 ≥ 0.02 shows a small effect; f2 ≥.15
specifies a medium effect; and f2 ≥ .35 signifies a large effect (Cohen, 1992, p. 157).
Total Sample Size. The sample size for Pearson Correlation was 84, and for a
multiple linear regression model with five predictor variables was 92. Sprouse (2011)
recommended collecting an additional 15% increase in the sample size to compensate for
MTurk participants’ attrition and failure to pass inattention checks (Barends & de Vries,
2019; Zhou & Fishbach, 2016). The total number of participants required increased to
106. The following section explains the validity of the study.
Validity
According to Shadish et al.’s (2002) definition, validity was the approximate truth
of an interpretation and the degree to which relevant evidence supports the inference, as
true or correct. Validity comprises a “property of inferences, not a property of design or
methods” (p. 34), as different circumstances contribute more or less to the assumptions or
conclusions. Cook and Campbell (1979) categorizes validity as; (a) statistical conclusion
validity, (b) internal validity, (c) external validity, (d) and construct validity.
Statistical conclusion validity
Shadish et al. (2002) define statistical conclusion validity as “the validity of
inferences about covariation between two variables” (p. 512). This form of validity
concerns the qualities of the study that made statistical conclusion types of errors more
likely. Ensuring statistical conclusion validity involves guaranteeing the use of adequate
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sampling procedures, appropriate statistical tests, and reliable measurement procedures
(Shadish et al., 2002).
Shadish et al. (2002) describe the nine threats to statistical conclusion validity and
the “reasons why inferences about covariation between two variables may be incorrect”
(p. 45). The nine threats are; (a) low statistical power, (b) violation of assumptions of
statistical tests, (c) fishing and error rate problem, (d) unreliability of measures, (e)
restriction of range, (f) unreliability of treatment implementation, (g) extraneous variance
in the experimental setting, (h) heterogeneity of units, and (i) inaccurate effect size
estimation.
Power. Power indicates the proficiency of a test to detect relationships existing in
the population and the probability a statistical test would reject the null hypothesis when
false (Anderson et al., 2011). A higher power indicates a high chance of detecting an
actual difference, while a low power does not. Low statistical power demonstrates an
“insufficiently powered experiment may incorrectly conclude that the relationship
between treatment and outcome is not significant” (Shadish et al., 2002, p. 45). Measures
to increase power in this study involve robust statistical tests, meeting assumptions of the
statistical tests, increasing the sample size (Shadish et al., 2002), and utilizing G*Power
statistical software to calculate the sample size (Heinrich Heine Universitat Dusseldorf,
2021).
Assumptions. Violations of statistical test assumptions would either overestimate
or underestimate the size and significance of an effect (Shadish et al., 2002). For
example, if observations were not independent, the assumption of independence of errors
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would not be met. Before implementing specific statistical tests, the researcher performed
the required assumption procedures (Laerd Statistics, 2015, 2020).
Fishing and error rate. Fishing and error rate purport, if uncorrected for the
number of tests, repeated tests for significant relationships would artifactually inflate
statistical significance (Shadish et al., 2002). This researcher adhered to the assumption
guidelines for statistical testing. If any, the researcher would document corrective
procedures, though none would have a basis related to fishing through the data to ensure
a significant effect.
Measures. Unreliability measures indicate that measurement errors weaken the
relationship between two variables and strengthen or weaken the relationships among
three or more variables (Shadish et al., 2002). According to Nunnally and Bernstein
(1994), a conclusion about covariance would be inaccurate without measuring variables
reliably. In this study, the assessment of reliability findings included the reporting for
each measure.
Reduced range. “A reduced range on a variable usually weakens the relationship
between it and another variable” (Shadish et al., 2002, p. 45). Pilot testing measures,
selection procedures, and item response analysis would ensure the range did not weaken
the relationship between variables. In this study, the researcher focused on the selection
procedures. This study used a data collection service, Amazon Mechanical Turk
(MTurk). Aguinas et al. (2021) claim that the use of MTurk increases the risk of
clustering responses near lower or higher scores due to MTurk participants’ inattention,
distracting environment, receipt of compensation, and response bias. The research
followed guidelines noted in the literature and reviewed and examined data analysis
93

procedures, such as excluded responses or outliers (Laerd Statistic, 2015, 2020;
Tabachnick & Fidell, 2013).
Unreliability of Treatment. Unreliability of treatment referred to a treatment
“intended to be implemented in a standardized manner is implemented only partially for
some respondents” (Shadish et al., 2002, p. 45). As a result, underestimation of effects
could occur. All participants received the same treatment in this study to lessen the threat
of treatment unreliability through the uniformity of self-selection, instructions, and
distinct surveys (Shadish et al., 2002).
Heterogeneity of Units. Heterogeneity of units proposed “increased variability on
the outcome variable within conditions increased error variance, making detection of a
relationship more difficult” (Shadish et al., 2002, p. 45). This researcher set specific
criteria to participate in the survey. The study procedures included documenting and
reporting participants' demographics to identify homogenous characteristics correlated
with significant outcomes (Shadish et al., 2002).
Extraneous Variance. Extraneous variance indicated some features of an
experimental environment “may inflate error, making detection of an effect more
difficult” (p.45). According to Aguinas et al. (2021), MTurk participants' environmental
features affected their survey responses. Shadish et al. (2002) recognized the difficulty of
controlling the environment in forcing attention to the survey. However, this study
included procedures that encouraged awareness of survey responses through detailed
instructions and inattention questions to determine if participants paid attention (Aguinas
et al., 2021).
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Effect Size. Inaccurate effect size estimation notes “some statistics systematically
overestimate or underestimate the size of an effect” (Shadish et al., 2002, p. 45). Effect
size explained the variance between two or more variables. The effect size varied
depending on the statistical test (Creswell & Creswell, 2018). This study adheres to
guidelines found in the research literature for effect sizes relative to the statistical tests.
Cohen (1988) established guidelines for the effect size for various methods of statistical
testing. Cohen (1988) identified a medium effect size of .30 for Pearson’s correlation and
a medium .15 effect size for multiple regression analysis utilized in this study.
Internal validity
Internal validity refers to the validity of inferences about whether the relationship
between two variables is causal. Hence, threats to internal validity apply to causal
inferences. Causal inferences manipulate a variable and observe the outcome (Shadish et
al., 2002). Shadish et al. (2002) state that correlation does not prove causation. The
correlational method does not rule out a third possible explanation for the relationship of
the two variables nor manipulates the variables. As this study utilizes a correlational
approach, there are no threats to internal validity (Shadish et al., 2002).
External validity
External validity involves how the research would generalize beyond the results
to other situations or people. External validity threats occur when researchers “draw
incorrect inferences from the sample data to other persons, other settings, and past or
future situations” (Creswell & Creswell, 2018, p. 171). Unlike conventional samples,
researchers cannot randomly select from the target population, posing a threat to external
validity (Cheung et al., 2017; Clifford & Jerit, 2014). Instead, MTurk participants self95

select themselves to participate (Burnham et al., 2018). Therefore, as recommended by
Chandler and Paolacci (2017) and Casey et al. (2017), this study collected and reported
detailed sample characteristics, which served as the criteria for the research to address the
self-selection bias to reduce the threat of external validity.
Construct validity
Construct validity “occurs when investigators use adequate definitions and
measures of variables” (Creswell & Creswell, 2018, p. 247). It refers to whether
inferences about test scores relative to the concepts are studied. This study relied on the
established validity and reliability of the chosen surveys to measure the extent to which
the instrument measures the intended construct (Shadish et al., 2012). Additionally,
before data analysis, statistical tests for Cronbach alpha test the internal consistency of
the study’s two scales, the EES and ZTPI-15. The following explains the instrumentation
used the surveying participants for this research.
Instrumentation
Creswell and Creswell (2018) identify quantitative surveys as an efficient means
of collecting data. Quantitative surveys involve surveying a sample to evaluate the
feedback of a population (Panke, 2018) to produce a snapshot of the peoples’ opinions,
attitudes, and behaviors at a given time (Stangor, 2015). Surveys of self-report measures
gather information in a relatively short amount of time from large groups of people
(Panke, 2018). The online survey included two quantitative survey instruments, the
Employee Engagement Scale (EES) and Zimbardo Time Perspective Inventory (ZTPI15), to collect data, and one researcher-developed demographic questionnaire (See
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Appendix B). This researcher utilized Qualtrics (2021) and linked the survey to MTurk
participants.
Although other instruments are available to measure engagement, the EES is the
first psychometrically reliable and valid scale for employee engagement from an agreedupon definition and framework (Shuck, Adelson, & Reio, 2017). The ZTPI-15 scale
includes the five subscales and remains a shorter version of the original ZTPI (See
Appendix D; Zhang, Howell, & Bowerman, 2013; P. Zimbardo & Boyd, 1999). McCarty
et al. (2006) suggest that it was more efficient to use short scales when measuring
variables with two or more instruments. Additionally, the EES and the ZTPI-15 were
chosen based on the low cost, ease of use, and strong validity. Next, the following section
provides an overview of measurement instruments relative to engagement and time
perspective studies and explains the measurement tools utilized in this study. Employee
Engagement Scale
In response to previous studies on how best to measure engagement (Albrecht,
2010), there remains the need for an agreed-upon definition focusing on new measures
encompassing Kahn’s (1990) conceptualization and theory (Sak & Gruman, 2014) and a
comprehensive theoretical framework for scholars and practitioners (Shuck & Reio,
2011; Shuck et al., 2014). Shuck, Adelson, and Reio (2017) developed the EES (See
Appendix C). Shuck provides permission to use the EES for this study (See Appendix E).
The EES remains grounded in Kahn’s (1990) conceptualization of personal engagement,
focusing on an individual's psychological experiences at work and measuring an
individual's psychological state in specific moments of engaging or withdrawing personal
resources in proportion to cognitive, emotional, and behavioral engagement. The
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instrument measures how individuals think and feel about their work and form intentions
towards the organizational role. The EES provides a snapshot of how employees perceive
their workplace (See Appendix C).
Research relative to the development of the EES refers to individuals in the
United States. However, the study suggests future use of the EES connected to different
cultures would emphasize its applicability in other contexts (Shuck, Adelson & Reio,
2017; Turner, 2020). Shantz et al.’s (2013) study examine cultural differences relative to
human capital, social capital, and cultural capital from a human resources perspective.
The factors of individualism, power-distance, uncertainty avoidance, and religiosity
measure low, medium, or high focus depended on the country (Shantz et al., 2013).
Rothmann (2013) claims countries’ individualism levels closely relate to their wealth,
like the United States, Great Britain, and the Netherlands. Individualistic cultures
consider their immediate family and their welfare. While developing countries, such as
Columbia and Pakistan, practice collectivism. Collectivistic groups rely on the needs of
the group and expect protection from the group. Power distance remains a measure of
society’s acceptance of unequally distributed power in institutions, such as high-power
distance societies tolerate vast authority differences in organizations. To avoid feeling
threatened, societal members with low uncertainty avoidance endured the uncertainty,
remained content with risks, and remained tolerant of behavior and opinions. High
uncertainty avoidance characteristics exhibit high anxiety levels, manifesting into
“nervousness, stress, and aggression” (p. 166). Countries like Singapore, Switzerland,
and Denmark have low avoidance uncertainty, while Japan, Portugal, and Greece exhibit
high avoidance uncertainty (Rothmann, 2013). Moreover, the evidence of cross-cultural
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differences notes the UWES-9 work engagement instrument includes other versions, such
as the Italian (Balducci et al., 2010), Portuguese (Sinval et al., 2018), and Hebrew
versions (Littman-Ovadia & Balducci, 2013). Therefore, the research supports the multicultural differences in the use of engagement instruments.
The measure aligns with a distinct definition as an active, positive state relative to
work. The psychological state operates through the maintenance, intensity, and direction
of cognitive, emotional, and behavioral energy (Shuck, Osam, et al., 2017). The EES is a
12 question, 5-point Likert scale, consisting of three subscales with four questions each.
To measure, assign numbers 1 to 5, sum the full-scale items, and divide by twelve.
Another way to measure the EES, assign numbers 1 to 5, add each item in the subscales
(cognitive, emotional, behavioral), and divide each summed item by four. Table 3 shows
the range of scores for each measurement strategy. The response choices range from 12
to 60 when using full scale and 4 to 20 using subscales. This study utilizes the full-scale
option (Shuck, Adelson, & Reio, 2017).
Table 3
Scoring Employee Engagement Scale

EES
Employee Engagement - Full Scale
Cognitive (subscale)

Number of Items
12

Emotional (subscale)
Behavioral (subscale)

Range of Scores

4

12 to 60
4 to 20

4
4

4 to 20
4 to 20

Note. EES can be scored full scale or by subscales

The survey questions align with the subscales; cognitive engagement (e.g., I am
really focused when I am at work.); emotional engagement (e.g., I feel a strong sense of
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belonging to my job.); and behavioral engagement (e.g., I am willing to put in extra effort
without being asked.). The response choices consist of (a) 1 = strongly disagree, (b) 2 =
disagree, (c) 3 = neutral, (d) 4 = agree, and 5 = strongly agree (See Appendix C).
Fletcher and Robinson (2014) note some surveys avoid negative constructs,
encouraging acquiescence bias. Acquiescence bias is a "tendency for individuals to agree
or disagree with all items regardless" (p. 282) of the content. The EES avoids negative
constructs as employee engagement refers to a positive state (Shuck, Adelson, & Reio,
2017). However, this study combines both the EES and the ZTPI-15. The ZTPI-15
includes negative constructs. The following section explains a sample of shortened time
perspective instruments based on the original ZTPI by Zimbardo and Boyd (1999).
Zimbardo Time Perspective Inventory 15-item
Various researchers created shorter versions of the original 56-item ZTPI for
research usefulness, such as the 15-item (McKay et al., 2014; Zhang, Howell, &
Bowerman, 2013), 25-item (Laghi et al., 2013), 30-item (Carelli & Olsson, 2015), and
36-item scale (Sircova et al., 2014). However, research studies suggest the ZTPI assesses
other constructs rather than temporal orientation (Crocket et al., 2009; Shipp et al., 2009;
Worrell et al., 2013). Additionally, evidence varied regarding the psychometric properties
of ZTPI scores (Carell et al., 2011; Worrell & Mello, 2007). Hence, scores on the shorter
versions revealed mixed findings (McKay et al., 2014; McKay et al., 2015; Sircova et al.,
2014). However, research proposes the original 56-item questionnaire prevents full
instrument utility due to time constraints (Kostal et al., 2016).
Time perspective research includes numerous translations from the original
English ZTPI instrument, such as the Portuguese, Italian, or German versions (Zimbardo
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Time Perspective Inventory-ZTPI, 2009). A cross-cultural study utilizing the 36-item
cross-cultural understanding of the ZTPI examines 23 countries to illustrate the
percentage of time perspective profiles across country samples. The findings indicate
similarities between the United States (40% future, 24% negative) and Algeria (35%
future, 24% negative). Other study results reveal the highest balanced time perspectives
are Estonia (47%), Israel (42%), Russia (35%), while countries like China (12%), Algeria
(13%), Brazil (14%), and Mexico (14%), are some of the lowest. A fatalistic perspective
remains highest in China (28%) and Mexico (19%), with the lowest scores in Turkey
(3%), Estonia (4%), New Zealand (5%), United Kingdom (5%), Algeria (6%), and the
United States (6%). The present perspective remains high in New Zealand (45%), with
the next highest being Serbia (31%) and France (30%). China (9%), the United States
(11%), Estonia (11%), Russia (14%), and Italy (14%) exhibit low present orientation.
Countries exhibiting higher scores in a negative perspective in comparison to the others
remain Algeria (24%), the United States (24%), China (22%), and France (21%). Those
countries with higher future orientations remain the United States (40%), Brazil (37%),
Algeria (35%), Portugal (34%), Russia (33%), and Italy and Turkey (32%). The lowest
future orientation lies with New Zealand (13%) and Sweden and Serbia (19%) (Sircova et
al., 2015). Sircova et al. (2014) claim the 56-item ZTPI remains a fit for individual-level
analysis, while the ZTIP-36 remains reliable for country-level analysis.
Zhang, Howell, and Bowerman (2013) developed the shortened version of the
original 56-item ZTPI, the 15-item ZTPI (ZTPI-15), allowing researchers to employ all of
the time perspective orientations without overly burdening survey participants. In
addition, creating a short version permits further investigation of unique associations each
101

time perspective had with associated outcomes. The ZTPI-15 short-form has proven
successful in determining time perspectives and takes a fraction of the time to complete
(Sword, 2011). The ZTPI-15 is a quality instrument for assessing time perspective
(Kostal et al., 2016) and serves as a good proxy for the original 56-item ZTPI. Zhang,
Howell, and Bowerman (2013) provide free access to the ZTPI-15 (See Appendix D).
As a public domain instrument, the ZTPI-15 requires the same permissions as the
original ZTPI (Zimbardo Time Perspective Inventory-ZTPI, 2009). However, this
researcher contacted a member of the Zimbardo team, who provided permission to use
both documents and measurement procedures (See Appendix F). The ZTPI-15 is a 15
item, 5 points Likert scale (1=very untrue, 2=untrue, 3=neutral, 4= true, 5= very true).
Table 4
Scoring Zimbardo Time Perspective Inventory-15 Scale
ZTPI-15

Number of Items

Range of Scores

15
3
3
3
3
3

15 to 75
3 to 15
3 to 15
3 to 15
3 to 15
3 to 15

Time Perspective - Full Scale
Past-Negative (subscale)
Past-Positive (subscale)
Present-Fatalistic (subscale)
Present-Hedonistic (subscale)
Future (subscale)
Note. ZTPI-15 can be scored full scale or by subscales.

As shown in Table 4, the response choices range from 15 to 75. To measure,
assign numbers 1 to 5, sum each item in the subscales (PN, PP, PF, PH, F), and divide
each summed item by three. Another option is to utilize the full-scale, assign numbers 1
to 5, sum the full-scale items, and divide by fifteen. An optimal time perspective consists
of high past-positive, present-hedonistic, and future levels and low levels on the past102

negative and present-fatalistic. The ZTPI-15 is a good fit for this study (Boniwell & P.
Zimbardo, 2004; Boyd & P. Zimbardo, 2005; Stolarski, 2016; P. Zimbardo & Boyd,1999,
2008). As shown in Table 5, this study uses the full-scale method for scoring the EES and
the subscale method to score the ZTPI-15.
Table 5
Study Scoring Method of Scales
Range of Scores
Scales
Employee Engagement - Full
Scale
Past-Negative (subscale)
Past-Positive (subscale)
Present-Fatalistic (subscale)
Present-Hedonistic (subscale)
Future (subscale)

Number of
Items
12

EE

ZTPI-15

12 to 60
3
3
3
3
3

3 to 15
3 to 15
3 to 15
3 to 15
3 to 15

Demographic Questionnaire
This researcher collected demographic information (See Table 6) from a
researcher-developed instrument. The instrument provides data to collect descriptive
statistics characterizing the sample. Participants' criteria to respond to the survey require
working in the United States, 18 years or older, and employed in current position one
year or more. Table 6 includes the demographics age, job tenure, gender, and industry.
The survey also contains two MTurk inattention questions, numbers 13 and 23 (See
Appendix B).
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Table 6
Survey Map Aligning Research Objectives and Survey Questions
Research
Objective
Numbers

Research Objectives

Demographic
EES
ZTPI-15
Questions
Questions Questions

RO1

Describe the demographic
characteristics of sample
participants (employed in the
United States, age, employment
status, job tenure, gender, and
industry.

Q1-4

RO2

Determine the relationship
between past-negative and
employee engagement.

Q5-12,
&14-17

Q18-20

RO3

Determine the relationship
between past-positive and
employee engagement.

Q5-12,
&14-17

Q21, 22,
& 24

RO4

Determine the relationship
between present-fatalistic and
employee engagement.

Q5-12,
&14-17

Q25-27

RO5

Determine the relationship
between present-hedonistic and
employee engagement.

Q5-12,
&14-17

Q28-30

RO6

Determine the relationship
between future and employee
engagement.

Q5-12,
&14-17

Q31-33

RO7

Determine the relationship
between employee engagement
and past-positive, past-negative,
present-hedonistic, presentfatalistic, and future time
perspectives.

Q5-12,
&14-17

Q18-22,
24-33

Note. Questions 13 and 23 were MTurk inattention questions.
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Validity and Reliability of the Instruments
According to Phillips et al. (2013), a reliable survey “should provide consistent
results over time” (p. 122), and a valid survey “should measure what it is intended to
measure” based on the research objectives (p. 122). The following describes the four
types of validity: (a) content validity means the survey measures all aspects of the
research objectives (p. 122), (b) predictive validity indicates the extent scores predict
future behaviors or results (p. 124), (c) construct validity signifies the survey measures
the construct it claims to measure (p. 124), and (d) concurrent validity denotes the extent
the survey agrees with results of other instruments that measure the same aspects (p.
124).
The researcher referred to the survey map (Table 6) to ensure adherence to
research objectives and the stated statistical tests. Predictive validity, relative to the
study’s predictive value, indicates the EES can predict employee engagement, and the
ZTPI-15 can predict behaviors associate with time perspectives. The study used
correlations and logical deductions in defending the construct validity of the survey. For
concurrent validity, the researcher ensured consistent referral to survey objectives,
developed procedures to reduce response bias, and assured objective administration of the
survey (p. 124). Additionally, the study relied on the two published scales' reliability and
validity (Shuck, Adelson, & Reio, 2017; Zhang, Howell, & Bowerman, 2013).
Cronbach’s alpha measured the scale's internal consistency (Field, 2013). The
EES comprised a 12-item scale consisting of three subscales with four items per subscale
as a measurement tool. A summation of scores on each scale item obtained the score for
the full scale (See Appendix C). The range of possible scores for the subscales (four
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items each) was 4 to 20, as each scale had four items measured on a 5-point Likert scale
(Shuck, Adelson, & Reio, 2017). The three subscales included associated Cronbach
alphas: cognitive 0.94, emotional 0.88, and behavioral engagement 0.91, and indicated an
average of all scales 0.91.
The ZTPI-15 consisted of 15 items comprised of five subscales with three
questions each. The range of possible scores for the five subscales was 5 to 15, as each
subscale had three items measured on a 5-point Likert scale. As shown in Appendix D,
the subscales corresponded to the subscale time orientations. Items 1- 3 measured pastnegative, 4 - 6 measured past-positive, 7 - 9 measured present-fatalism, 10 -12 measured
present-hedonism, and 13 -15 measured the future items the same as the original ZTPI;
however, there was no reverse coding required (Zhang, Howell, & Bowerman, 2013).
Test-retest reliability tests the measure to produce consistent results when the same scales
test at different points in time (Field, 2013). Zhang, Howell, and Bowerman (2013) report
the ZTPI-15 has test-retest reliability (α = .73). The summary of convergent, discriminant
correlations and self-peer convergent correlations between the ZTPI-15 and the original
56-item ZTPI are (a) past-negative, .83, (b) past-positive, .79, (c) present-fatalistic, .78,
(d) present-hedonistic, .80, and (e) future .72. Participants' responses to the Likert scale
range from 1 (very untrue) to 5 (very true). The questionnaire asks, “how characteristic or
true is this of me?” (See Appendix D). Comparison of the ZTPI-15 to the 56-item ZTPI
report the ZTPI-15 has a test-retest reliability of (α = .73), similar to that of the original
standard ZTPI (α = .75) (Zhang, Howell, & Bowerman, 2013).
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Institutional Review Board
The Institutional Review Board (IRB) is an oversight entity with the principal
goal of protecting human subjects participating in research studies (Phillips et al., 2013).
IRB reviews research plans to enforce federal regulations protecting human rights. The
committee assesses the physical, psychological, social, and legal issues that may be
potential risks to participants. The IRB reviews the experimental processes and informed
consent for ethical problems, such as scientific research quality, to avoid wasting
resources or ensuring adequate provisions to protect participants’ privacy and safety
(Creswell & Creswell, 2018; Shadish et al., 2002, Sieber, 1973).
The researcher completed an IRB application to obtain research approval,
including an informed consent form. The study’s survey (see Appendix B) consists of the
Informed Consent information for participants to read before beginning the questionnaire.
Before the data collection process, the study gained approval from The University of
Southern Mississippi’s IRB (IRB; see Appendix A), protocol number IRB-21-235, dated
May 27, 2021.
Data Collection
The methods to collect data are essential for research replication. Data collection
procedures consist of the steps taken to conduct a study. The description of the data
collection procedures in this study includes the data collection service, consent to
participate, and response rate criteria. The research suggests data collection takes a long
time; however, most MTurk participants complete assignments within a shorter
timeframe, such as 12 hours or less (Aguinis et al., 2021; Roberts, 2010).
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Data Collection Service
The data collection service, MTurk, consists of task creators and paid task
participants. Paid participants conduct tasks known as Human Intelligence Tasks (HITs).
Task creators post surveys and provide monetary compensation to complete each HIT
(Aguinas et al., 2021; Burnham et al., 2018). In this study, the researcher recruited
participants through MTurk and embedded a link to Qualtrics directing MTurk
participants to complete the online survey. For participants who self-selected the
assignment and chose to finish the external HIT, no data is available to Amazon MTurk.
The participants remain anonymous. The questionnaire did not ask for personally
identifiable information, MTurk Worker IDs, or collect Internet Protocol (IP) addresses.
Compensation codes in MTurk do not link to participants' IDs. This study used a survey
completion code at the end of the survey that stayed the same for all participants rather
than a unique code that identifies the link to survey responses (Aquinas et al., 2021; The
University of Iowa, 2020).
Consent to Participate
The study began upon approval of the IRB. With permission to activate the
Qualtrics instrument via MTurk, publishing the survey followed. Before accessing the
questionnaire, participants read the online Informed Consent document and checked a
box stating, “Yes, I consent,” or “No, I do not consent,” indicating consent to participate.
If the participant agreed to participate, they accessed the survey by clicking on
“continue.” Those who did not consent received a message thanking them for their time
and discontinued survey completion. Notification to participants included assurance of
confidentiality of personally identifiable information, IP addresses, and survey responses.
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Informed consent contained the purpose of the study, description of research,
benefits, risks, confidentiality, and participants' assurance of IRB review. Rejection of
HITs negatively impacts MTurk participants. The survey included eligibility criteria for
HITs, compensation information, notification of inattention check questions, and
consequences of failed inattention check to protect MTurk participants from rejections
(Aguinas et al., 2021; The University of Iowa, 2020).
Response Rate Criteria
Online self-report instruments tend to have a low response rate (Dillman et al.,
2014). Buhrmester et al. (2018) claim response rates for MTurk participants depend on
study interest, amount of compensation, and survey length. This study monetarily
compensates MTurk participants, and the questionnaire is short. This researcher paid
$1.25 a HIT, increasing to $1.50, if necessary, to improve the response rate after two
days. The researcher informed participants that receipt of payment would transpire within
72 hours of a completed HIT. Most MTurk assignments complete within 12 hours or less.
Table 7
Data Collection Plan
Days
Day 0

Researcher Data Collection Tasks
Obtain IRB approval.

Day 1

Activate survey on MTurk.

Days 1-3

Monitor response rate.

Day 3

Increase incentive (HIT) rate to increase participation, if
necessary, to increase the response rate after two days.

Day 4

Distribute incentives (disperse pay through MTurk)

Days 5 - 18

Analyze data using SPSS
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However, daily monitoring of response rate occurred. With an acceptable response rate,
incentives were dispersed through MTurk (Aquinas et al., 2021). Once data collection
was completed, data analysis using SPSS followed. Table 7 shows the data collection
plan.
Data Analysis
The study’s participants rated their perceptions relative to employee engagement
and time perspective through responding to survey questions developed by Shuck,
Adelson and Reio (2017) and P. Zimbardo and Boyd (1999). Nominal data for a variable
consists of labels or names identifying an attribute or element, while ordinal data exhibits
the same properties; however, the order or rank of the information is meaningful. In
addition, an interval scale displays ordinal data properties, and the expression of intervals
between values stands as terms of a fixed measure of units (Anderson et al., 2011).
Before conducting the applicable statistical analyses related to the research
objectives, the researcher tested the normality of participant data for time perspective and
employee engagement. The Shapiro-Wilk tests whether a distribution of scores is
significantly different from a normal distribution. A p-value of .05 or greater meets the
normality assumption (Pituch & Stevens, 2016). “A significant value indicates a
deviation from normality” (Field, 2013, p. 883). Suppose the Shapiro-Wilk test is nonsignificant (p > .05). In that case, it indicates “the distribution of the sample is not
significantly different from a normal distribution (i.e., it is probably normal)” (p. 185).
Additionally, the central limit theorem states that samples over 30 take the shape of a
normal distribution irrespective of the population from which the sample is drawn (Field,
2013).
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Statistical analysis proceeded according to the study’s data analysis plan in Table 8. The
nominal variables have no meaning except numbers represent names, and ordinal
variables do not include differences between values with a ranking or logical order (Field,
2013). According to Huck (2008), “data is ordinal in nature if each person or thing being
measured is put into one of several ordered categories” (p. 54).
Table 8
Data Analysis Plan
Research Variables
Objective
RO1
Age
Job Tenure
Gender
Industry

Scale

Statistical Test

Ordinal
Ordinal
Nominal
Nominal

Frequency Distribution
Frequency Distribution
Frequency Distribution
Frequency Distribution

RO2

Past-Negative Time Perspective
Employee Engagement

Interval
Interval

Pearson product-moment
correlation

RO3

Past-Positive Time perspective
Employee Engagement

Interval
Interval

Pearson product-moment
correlation

RO4

Present-Fatalistic Time
Perspective
Employee Engagement

Interval

Pearson product-moment
correlation

RO5

Present-Hedonistic Time
Perspective
Employee Engagement.

Interval

Pearson product-moment
correlation

RO6

Future Time Perspective
Employee Engagement

Interval
Interval

Pearson product-moment
correlation

RO7

Time Perspective
(I/V) PN, PP, PF, PH, F
(D/V) Employee Engagement

Interval

Multiple Linear Regression

Interval
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Interval

The age scale for this study is ordinal. The question asks, “To what age group do
you belong” 18-20, 21-25, 26-35, 36-45, 46-55, and 56 and older (See Appendix B). The
questions for age have a logical ranking order with no differences between values, and
each person belongs in a category. Job tenure uses an ordinal scale and asks, “How long
have you been in your current job?” (See Appendix B) with a logical ranking selection;
1-3 years, 4-5 years, 6-10 years, and 11 years or more. Gender uses nominal scales as the
numbers represent names; male, female, and prefer not to answer (See Appendix B).
Industry uses nominal scales to represent industry names; financial activities,
manufacturing, services industry, professional and business services, educational,
healthcare, and not listed (See Appendix B). Interval variable scale is “data measured on
a scale along the whole of which intervals are equal” (Field, 2013, p. 877). Table 8
displays the research objectives, variables, scale categories, and the statistical tests for
analysis.
Research Objective One
A sequence of tests addressed each of the research objectives. For example,
research objective one uses descriptive data analysis to examine whether the participants
work in the United States, age, employment status, job tenure, gender, and industry. As
shown in Table 12, frequencies and percentage distribution calculations on the
demographics address the characteristics of participants.
Research Objective Two through Six
Research objectives two through six measure the strength of linear association
between the associated time perspective subscales (past-negative, past-positive, presentfatalistic, present-hedonistic, and future) and employee engagement using Pearson’s
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Product-Moment Correlation (Pearson’s correlation coefficient). Pearson’s correlation
coefficient calculates the strength and direction of the linear covariation between two
continuous variables and with no distinction between an independent or dependent
variable using the statistical test (See Table 9) (Field, 2013; Laerd Statistics, 2020).
Table 9
Continuous Variables of Pearson’s Correlation Coefficient

Research
Objective
RO2
RO3
RO4
RO5
RO6

Time
Perspective
Variables
Past-Negative
(PN)
Past-Positive
(PP)
PresentFatalistic (PF)
PresentHedonistic
(PH)
Future (F)

Number
of Items

Employee Engagement
Variable

Number
of Items

3

Employee Engagement

12

3

Employee Engagement

12

3

Employee Engagement

12

3

Employee Engagement

12

3

Employee Engagement

12

The coefficient measures the strength of the relationship between two variables
displaying as an r. “The correlation coefficient ranges from -1 to +1” (Field, 2013, p.
121). The coefficient takes on the value of -1 (as one variable changes, the other changes
the opposite) to +1 (as one variable changes, the other changes in the same direction). A
zero value indicates one variable changes, and the other does not change (Field, 2013).
The output includes the correlation coefficient r, number of participants, and the p-value
(Laerd Statistics, 2020). The null hypothesis indicates no relationship between the two
variables, and the p-value reports the null hypothesis (Anderson et al., 2011; Field, 2013;
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Laerd Statistics, 2020). If the p-value is less than the alpha level (significance level such
as .05), reject the null hypothesis and conclude a relationship exists between the two
variables (Field, 2013; Laerd Statistics, 2020).
Cohen’s (1988) standard of evaluating the correlation coefficient in determining
the strength of the relationship or the effect size proposes correlation coefficients between
.10 and .29 signify a small or weak correlation, coefficients between .30 and .49 represent
a medium or moderate correlation, and coefficients of .50 and above indicate a large
correlation or relationship. Akoglu (2018) acknowledges the strength of r is reported
differently by researchers in different fields. However, this study relies on the guidelines
set by Cohen (1988).
Pearson’s correlation coefficient analysis requires specific assumptions to be
accurate; (1) continuous scale, (2) paired observations, (3) linearity, (4) no significant
outliers, and (5) bivariate normality. There are three tests of assumptions using SPSS
statistics: establishing a linear relationship, testing outliers reviewing scatterplots, and
testing normality using the Shapiro-Wilk test (Field, 2013; Laerd Statistics, 2020).
Assumption one indicated the two variables in this study measure on a continuous
scale (Laerd Statistics, 2020). According to Field (2013), a continuous variable indicates
a score for each participant could take on any value relative to the measurement scale
utilized. In this study, a continuous type of variable, interval, represents equal distances
in measurement properties. Assumption two paired observations mean each participant
has two values. Research objectives two through six investigated the relationship between
two variables; therefore, each participants’ case comprised paired observations. After
setting up the two variables in SPSS using a variable view window and entering data into
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the data view window, a chart builder tested assumptions two and three simultaneously
by displaying a single scatterplot. Assumption three required a linear relationship
between the two variables, and the scatterplot was visually inspected (Laerd Statistics,
2020).
For assumption four, no outliers could be present in the data. To verify, the
researcher visually observes a scatterplot and standardization of the output by reviewing
z-scores exceeding ± 3.29 (Laerd Statistics, 2020; Tabachnick & Fidell, 2013). Outliers
are data points not following a similar pattern. Thus, a scatterplot could identify the
outliers when tested for linearity (Laerd Statistics, 2020).
Assumption five, bivariate normality, necessitated using inferential statistics to
satisfy bivariate normality. The researcher tested for normality using the Shapiro-Wilk
test (Laerd Statistics, 2020). If bivariate normality existed, both variables would have a
normal distribution. If the values were greater than .05, both variables would meet the
assumption (Field, 2013; Laerd Statistics, 2020). However, the central limit theorem
guidelines state that with samples over 30, the sampling distribution becomes a normal
distribution regardless of “the shape of the population from which the sample is drawn”
(Field, 2013, p. 871).
Research Objective Seven
Research Objective Seven used multiple linear regression analysis to predict
continuous dependent variables given two or more independent variables and how much
the independent variables explained the variation of the dependent variable over and
above the mean model. Thus, multiple regression analysis determined the model's overall
fit and the relative contribution of each predictor to the total variance explained (Laerd
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Statistics, 2015). This study aimed to determine how much variation in employee
engagement was explainable by each predictor variable of time perspective. This
objective consisted of five independent variables and a dependent variable of employee
engagement (See Table 10).
A multiple regression analysis aims to find a linear combination of independent
variables that makes the best prediction of a single quantitative dependent variable in the
sense that it minimizes the squared deviations around a line of best fit (Pituch & Stevens,
2016). The regression model fits the data, determines the variation in the dependent
variable explained by the independent variables, and tests the study's regression equation
hypotheses. The coefficient of determination, R2, consists of any value between zero and
one, is the statistical expression of how well the regression model fits the data output. R2
measures the percentage of the total variation in the dependent variable reported by the
independent variable (Field, 2013; Laerd Statistics, 2015).
Table 10
Independent Variables, Dependent Variable
Research
Objective
RO7

Number of
IV
Time Perspective IV
1
Past-Negative (PN)
2
3

Past-Positive (PP)
Present-Fatalistic (PF)

4

Present-Hedonistic
(PH)
Future (F)

5

Employee Engagement DV
Employee Engagement

R2 represents the proportion of variance for a dependent variable explained by the
independent variables. At the same time, the adjusted R² adjusts for the number of
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predictors in a model and sample size. Adding more variables to the multiple regression
model tends to increase though never decreases R², thus encouraging researchers to add
more. The adjusted R² takes into account the number of predictor variables and decreases
if the new variable does not add to the explanatory power of the model (Brace et al.,
2016; Huck, 2008). According to Brace et al. (2016), the “adjusted R2 value gives the
most useful measure of the success of the model” (p. 25). This study reported both.
According to Laerd Statistics (2015), the process of selecting a multiple
regression involves checking to ensure that the study's data can be analyzed using the
statistical test. Multiple linear regression has eight assumptions to consider providing
information about the accuracy of the study predictions. Violations of the assumptions
require corrections and re-testing (Laerd Statistics, 2015). The following describes the
assumptions of multiple regression. The first two assumptions relate to study design, and
three through eight relate to how the data fits the multiple regression model.
Multiple linear regression analysis requires eight assumptions to be true: (1) must
have one dependent variable measured at the continuous level; (2) must have two or more
independent variables measured at the continuous or nominal level; (3) independence of
errors; (4) a linear relationship between the predictor variables and the dependent
variable; (5) homoscedasticity of residuals; (6) no multicollinearity; (7) no significant
outliers, high leverage points or highly influential points; and (8) the errors (residuals)
should be approximately normally distributed (Laerd Statistics, 2015).
Assumption One submits there must be one dependent variable measuring at the
continuous scale level of interval or ratio. This study contains one dependent variable
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measuring at the interval scale level. Employee engagement is the dependent (outcome,
target, criterion) and the five independent variables of time perspective (See Table 10).
Assumption Two must have two or more independent variables measured at the
continuous or nominal level. This study contains five independent variables measuring at
the interval level. As shown in Table 10, the independent variables of time perspective
orientations are (a) past-negative, (b), past-positive, (c) present-fatalistic, (d) presenthedonistic, and (e) future.
Assumption Three, independence of errors, refers to adjacent correlated
observations. Observations in multiple regression must not be related, and the DurbinWatson statistic verifies if related or not. The Durbin-Watson statistic can range from 0 to
4, but looking for a value of approximately 2 to indicate no correlation between residuals.
If the value is close to two, it can be accepted there are no independence of errors.
Requirement for reporting the information; residuals were independent, as assessed by a
Durbin-Watson statistic number. The test statistic varies from 0 to 4. A value of 2
indicated no correlation of residuals. A value >2 indicated a positive correlation between
adjacent residuals. Values < 1 and > 3 are a cause for concern (Field, 2013; Laerd
Statistics, 2015, Watson & Durbin, 1951).
Assumption Four states there must be a linear relationship between (1) the
dependent variable and each independent variable and (2) the dependent variable and the
independent variables collectively. Separate tests analyze each, and the order of testing
does not matter. The tests required; (1) a partial regression plot between each independent
and dependent variable and (2) a scatterplot of residuals against the predicted values. A
review of the partial regression plot determined linearity. If the residuals form a
118

horizontal band, the relationship between the dependent and independent variables is
linear (Field, 2013; Laerd Statistics, 2015).
Assumption Five, homoscedasticity of residuals, meaning equal error variances,
assumes all residuals are equal for all the predicted dependent variable values. Thus, the
variances along the line remain similar, moving down the line. Use the previous
scatterplot checking for linearity to check for heteroscedasticity. Because the plotted
residuals against the unstandardized predicted values already occurred at earlier testing,
assumption five described how to interpret this plot and determined if the variables met
or violated the assumption. If there was homoscedasticity, the residuals spread out, not
increasing or decreasing, moving across predicted values. Conversely, the spread of
residuals may appear as a funnel or fan shape (Field, 2013; Laerd Statistics, 2015).
Assumption Six data must not show multicollinearity. Multicollinearity happens
when two or more independent variables are highly correlated, leading to problems
understanding which independent variable contributes to the variance described in the
dependent variable (Laerd Statistics, 2015). Additionally, there may be technical issues in
calculating the multiple regression model. For example, Hair et al. (2014) state that if
tolerance values > .1, there is no problematic collinearity in the particular data set. Or, if
reviewing the variance inflation factor (VIF), any VIF > 10 indicates multicollinearity.
An examination of correlation coefficients and Tolerance/VIF values; and
interpreting the correlation coefficients and Tolerance/VIF values can determine whether
the study’s data meets or violates the assumption. Tolerance and VIF values are
reciprocal measures; therefore, use one. Tolerance levels <.1 suggest an issue, and >.1
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indicate confidence there is no multicollinearity. The Tolerance/VIF values generate
multiple regression functions (Laerd Statistics, 2015, Pituch & Stevens, 2016).
Assumption Seven, no significant outliers, high leverage points, or highly
influential points are different terms representing observations in the data set that are
unusual. Each reflects a different impact on the regression line. An observation
classification of more than one type negatively affects the regression equation used to
predict the dependent variable's value about the independent variables. To detect outliers
requires case-wise diagnostics and studentized deleted residuals (Field, 2013; Laerd
Statistics, 2020). Using the standardized residuals (converted to z-scores becomes the
studentized residuals) provides guidelines to identify outliers using the parameters of
± 3.29 (Field, 2013). Additionally, review the casewise diagnostics to ensure no
standardized residual greater than ± 3 exists. The Cook’s Distance test checked for
influential points. Cook’s Distance measures the change in regression coefficients that
would occur when deleting a point, revealing which cases more strongly affect the
regression model (Cook, 1977; Field, 2013; Laerd Statistics, 2015; Pituch & Stevens,
2016). According to Cook (1977), the values for Cook’s distance > 1 indicate a concern.
Assumption Eight, the errors should be approximately normally distributed. The
residuals must be approximately normally distributed to run inferential statistics. Two
standard methods to check for the assumption of normality of the residuals are: (a)
a histogram and a P-P Plot; or (b) a Normal Q-Q Plot of the studentized residuals (Laerd
Statistics, 2015).
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Summary
Chapter III outlined the procedures necessary to develop a quantitative study. The
study tests “objective theories by examining variables” (Creswell & Creswell, 2018, p.
250). Variables included time perspective and employee engagement. A correlational
research design examines the relationship and strength between the variables. A
description of the inferential statistical tests explains procedures for Pearson’s correlation
coefficient and multiple regression analysis. The researcher includes a description of the
MTurk data collection service, instrumentation, research objectives, statistical
assumption testing, and data collection and analysis procedures. Next, Chapter IV
provides details of data collection and statistical analysis results. Chapter V presents the
findings, a discussion, recommendations, limitations, and concluding remarks.
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CHAPTER IV – ANALYSIS OF THE DATA
The study’s purpose is to examine the relationship between employee engagement
and time perspective. Employee engagement remains an individual’s personal
psychological experience and the distinctive interpretation of the work setting (Khan,
1990; Shuck, 2019; Shuck & Reio, 2011; Shuck & Wollard, 2010). Therefore, the
researcher examined whether time perspective orientations, individually as in research
objectives two through six and together in research objective seven, had a relationship
with employee engagement. This chapter presents the findings from the data collection
and analyses.
The chapter begins with the pre-analysis data to adjust for outliers, missing
responses, MTurk inattention responses, and adherence to criteria. Then, descriptive
statistics describe the trends of characteristics in the sample participants for research
objective one. Then, inferential statistical tests, Pearson’s correlation coefficient, and
multiple regression analyses address the research objectives.
Statistical significance for all inferential statistical analyses was evaluated at the
accepted level, α = .05. The alpha level is the probability of making a Type I error. “A
commonly accepted alpha value is .05”, which refers to a 5% probability of a Type I error
(Creswell & Creswell, 2018, p. 173). An alpha level of .1 increases the researcher’s
chances of incorrectly rejecting the null hypothesis. A Type I error denotes the risk taken
that the null hypothesis is true but still rejected.
In contrast, an alpha level of .01 encompasses a smaller area increasing the
chances of not rejecting the null hypothesis when the researcher should, which is a Type
II error. Type II error states when the null hypothesis is false but mistakenly fails to
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reject. Therefore, an alpha level of .05 is a conservative approach (Laerd Statistics, 2018).
Next, the following section explains the data collection results.
Data Collection Results
The eligibility criteria to participate in this research consisted of ages 18 years or
older, working in the United States 35 hours or more per week, and been in their current
position one year or more. Data was collected using surveys consisting of the Employee
Engagement Scale (EES), the Zimbardo Time Perspective Inventory short form
comprising fifteen questions (ZTPI-15), and a researcher-developed demographic
instrument. The study variables include employee engagement and time perspective. The
following explains the excluded responses.
Excluded Responses
A total of 166 MTurk respondents consented and volunteered to participate in the
survey. Of the total respondents, the researcher excluded twenty-six incomplete surveys.
Four MTurk participants’ responses were excluded for answering the inattention
question. The following explains the process of managing the outliers.
Outliers
Outliers were examined by standardizing the scores into z-scores beyond ± 3.29
standard deviations from the mean and two applicable cases eliminated from further
analysis (Field, 2013; Tabachnick & Fidell, 2013). One outlier was identified for
employee engagement by reviewing scatterplots, and three for time perspective. A review
of the four cases indicated acquiescence and social desirability bias. After all reductions,
the participant sample totaled 130.
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Results of Statistical Analysis
Statistical analysis was performed using a sequence of Shapiro-Wilk tests to
explore the normality assumptions. The null hypothesis for the Shapiro-Wilk test states
that a variable is normally distributed in a population. Shapiro-Wilk tests indicate the
tests were not statistically significant for employee engagement and time perspective (p =
.60) and (p = .180), respectively, indicating the assumption of normality was met. Both
results indicate p > .05, failing to reject the null hypotheses (Field, 2013; van den Berg,
2021).
The subscales of time perspective indicate the Shapiro-Wilk test was statistically
significant; therefore, normality was not met. The scores show, Past-Negative p < .001,
Past-Positive (p < .001), Present-Fatalistic (p < .001), Present-Hedonistic (p = .001), and
Future (p < .001). However, the central limit theorem asserts that the sampling
distribution takes the shape of a normal distribution no matter the shape of the sample
population when the sample is 30 or above (Field, 2013). The central limit theorem
explains “that the sum of independent observations having any distribution whatsoever
approaches a normal distribution as the number of observations increases” (Pituch &
Stevens, 2016, p. 224). Furthermore, violations of normality are not a problem if the
sample cases are greater than 50, even for distributions departing markedly from
normality (Bock, 1975; Pituch & Stevens, 2016).
The Cronbach’s alpha test assesses the internal consistency of the two scales, EES
and ZTPI-15, and the subscales of time perspective. Guidelines for evaluating and
interpreting the alpha values vary among research books and journals (e.g., Appelbaum et
al., 2018; Clark & Watson, 1995; Fornell & Larcker, 1981; George & Mallery, 2020;
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Kline, 2000; Nunally, 1978; Pedhazur & Schmelkin, 1991; Rossiter, 2018). Cortina
(1993) suggests a cautious approach to guidelines since Cronbach’s alpha value can
depend on the number of scale items. Temple et al. (2019) refer to Clark and Watson’s
(1995) assertion that a score of .60 is acceptable for research purposes, “especially when
applied to broad constructs such as time perspective” (p. 1175). Fornell and Larcker
(1981) offer .50 represents a meaningful amount of explained variance relative to scale
length. While Streiner (2003) asserts that the alpha may decrease when shortening scales,
although not automatically decreasing reliability.
According to Temple et al. (2019), the ZTPI-15 subscales range in Cronbach’s
alpha; “Past-Negative .66 (.61- .70), Past-Positive .67 (.62 - .71), Present-Fatalistic .67
(.62 - .71), Present-Hedonistic .55 (.48 - .61), and Future .53 (.46 - .59)” (Temple et. al,
2019; Supplemental Table 3). Table 11 contains descriptive statistics for each scale and
the subscales relative to the study. The EES had a Cronbach alpha coefficient of .81,
which is acceptable according to George and Mallery’s (2020) guidelines, whereby a >
.80, indicating the scale has good internal reliability (See Table 11). The ZTPI-15 had a
Table 11
Psychometric Properties for Scales

Scales
Employee Engagement
Time Perspective
Past-Negative
Past-Positive
Present-Fatalistic
Present-Hedonistic
Future

M

SD

Min

Max

Cronbach's
Alpha

3.96
3.47
3.14
3.74
3.26
3.31
3.94

.477
.476
.875
.701
.777
.872
.633

3
2.27
1
2
1.33
1
2.33

5
4.67
4.67
5
5
5
5

.81
.73
.71
.61
.58
.62
.54
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Number
of Items
12
15
3
3
3
3
3

Cronbach alpha of .73. However, according to previous research, Cronbach’s alpha
calculation for the ZTPI-15 and the subscales remain in the range of acceptability (Clark
& Watson, 1995; Fornell & Larcker, 1981; Temple et al., 2019; Zhang, Howell, &
Bowerman, 2013).
Research Objective One
RO1: Describe the demographic characteristics of the participant's age, job
tenure, gender, and industry.
Table 12
Characteristics of Participants

Characteristics of Participants

n

Cumulative
%

%

Age
21-25
26-35

21
78

16.2
60

16.2
76.2

36-45
46-55
Total

22
9
130

16.9
6.9
100

93.1
100

Job Tenure
1-3 years
4-5 years
6-10 years
More than 10 years
Total

28
65
23
14
130

21.5
50
17.7
10.8
100

21.5
71.5
89.2
100

Gender
Male
Female
Total

94
36
130

72.3
27.7
100
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Table 12 (Continued)

Characteristics of Participants

n

%

Industry
Financial Activities
Manufacturing
Services Industry
Professional & Business
Services
Educational
Healthcare
Not listed
Total

Cumulative
%

23
30
18

17.7
23.1
13.8

44
3

33.8
2.3

5
7
130

3.8
5.4
100

Research Objective Two
RO2: Determine the relationship between past-negative time perspective and
employee engagement.
Addressing research objective two involved conducting a Pearson’s correlation
coefficient test to determine if a relationship exists and the strength of the association
between the past-negative orientation of time perspective and employee engagement
(Field, 2013). Before analysis, the assumption of linearity was tested between pastnegative and employee engagement by visually evaluating the scatterplot in Figure 2. The
scatterplot indicated a weak positive linear relationship rising from left to right. The
determination of outliers was visually reviewed using the scatterplot in Figure 2.
Pearson's correlation coefficient was computed to assess if a relationship existed
between past-negative and employee engagement. Table 13 displays the output resulting
in r(130) = .07, p = .404. According to Cohen (1988), a correlation value between .10 and

127

.29 indicates a small or weak relationship. According to Field (2013) and Laerd Statistics
(2020), a significance level greater than .05 indicates no significant relationship.

Figure 2. Scatterplot between past-negative and employee engagement
As shown in Table 13, the output indicates no significant relationship exists
between past-negative and employee engagement. The null hypothesis suggests no
relationship between the two variables, and the p-value reports the null hypothesis
(Anderson et al., 2011; Field, 2013; Laerd Statistics, 2020). If the p-value is less than the
alpha level (significance level such as .05), reject the null hypothesis and conclude a
relationship exists between the two variables. If the p-value is greater than the alpha level
(significance level such as .05), fail to reject the null hypothesis and conclude no
relationship exists between the two variables (Field, 2013; Laerd Statistics, 2020). The
results indicate the null hypothesis had no statistically significant relationship; therefore,
the researcher failed to reject the null hypothesis.
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Table 13
Pearson’s Correlation Past-Negative and Employee Engagement
Variables

r

Sig.

n

Past Negative and Employee Engagement

.07

.404

130

Research Objective Three
RO3: Determine the relationship between past-positive time perspective and
employee engagement.
Addressing research objective three involved conducting a Pearson’s correlation
coefficient test to determine if a relationship exists between past-positive and employee
engagement and the strength of the association (Field, 2013). Before analysis, the
assumption of linearity was tested between past-positive and employee engagement by
visually evaluating the scatterplot in Figure 3. The scatterplot indicates a positive linear
relationship rising from left to right. Next, the assumption determining outliers was
visually reviewed using the scatterplot in Figure 3 to satisfy the assumption of no
significant outliers.
Pearson's correlation coefficient was computed to assess a relationship between
past-positive and employee engagement (Laerd Statistics, 2020). Table 14 displays the
output resulting in r(130) = .38, p < .001. According to Cohen (1988), a correlation value
between .30 and .49 indicates a medium or moderate relationship. The significance level
was less than .001, thus indicating a significant moderate linear relationship between
past-positive and employee engagement. The significance level shows that the outcome
was not likely due to chance since the significance was less than .05 (Laerd Statistics,
2020; Field, 2013). The null hypothesis indicates no relationship between the two
129

variables, and the p-value reports the null hypothesis (Anderson et al., 2011; Field, 2013;
Laerd Statistics, 2020). If the p-value is less than the alpha level (significance level such
as .05), reject the null hypothesis and conclude a relationship exists between the two
variables. If the p-value is greater than the alpha level (significance level such as .05), fail
to reject the null hypothesis and conclude no relationship exists between the two
variables (Field, 2013; Laerd Statistics, 2020). The researcher can reject the null
hypothesis because there was a statistically significant relationship (Cohen, 1988; Laerd
Statistics, 2020). Additionally, the result indicates increased employee engagement when
past-positive orientation increases (Laerd Statistics, 2020).

Figure 3. Scatterplot between past-positive and employee engagement
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Table 14
Pearson’s Correlation Past-Positive and Employee Engagement
Variables

r

Sig.

n

Past-Positive and Employee Engagement

.38

.001**

130

** Correlation is significant at 0.01 level.

Research Objective Four
RO4: Determine the relationship between present-fatalistic time perspective and
employee engagement.
Addressing research objective four involved conducting a Pearson’s correlation
coefficient test to determine if a relationship existed between present-fatalistic time
perspective and employee engagement and the strength of the association (Field, 2013).
Before analysis, the assumption of linearity was tested between present-fatalism and
employee engagement by visually evaluating the scatterplot in Figure 4. The scatterplot
indicates a weak positive linear relationship rising from left to right. Next, the
determination of outliers was visually reviewed using the scatterplot in Figure 4 to satisfy
the assumption of no significant outliers.
Pearson's correlation coefficient was computed to assess a relationship between
present-fatalistic and employee engagement (Laerd Statistics, 2020). Table 15 displays
the output resulting in r(130) = .17, p = .057. According to Cohen (1988), a correlation
value between .10 and .29 indicates a small or weak relationship. If the p-value is less
than the alpha level (significance level such as .05), reject the null hypothesis and
conclude a relationship exists between the two variables. If the p-value is greater than the
alpha level (significance level such as .05), fail to reject the null hypothesis and conclude
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Figure 4. Scatterplot between present-fatalistic and employee engagement
no relationship exists between the two variables (Field, 2013; Laerd Statistics, 2020). The
significance level was greater than .05, thus indicating no significant relationship exists
between present-fatalistic and employee engagement. Because there was no statistically
significant relationship, the researcher failed to reject the null hypothesis (Cohen, 1988;
Laerd Statistics, 2020).
Table 15
Pearson’s Correlation Present-Fatalistic and Employee Engagement
Variables
Present-Fatalistic and Employee
Engagement

r

Sig.

n

.17

.057

130

Research Objective Five
RO5: Determine the relationship between present-hedonistic time perspective and
employee engagement.
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Addressing research objective five involved conducting a Pearson’s correlation
coefficient test to determine a relationship between present-hedonistic time perspective
and employee engagement. Before analysis, the assumption of linearity was tested
between present-hedonistic and employee engagement by visually evaluating the
scatterplot in Figure 5. The scatterplot indicates a positive linear relationship rising from
left to right. Next, the assumption determining outliers was visually reviewed using the
same scatterplot in Figure 5 (Laerd Statistics, 2020). Finally, Pearson's correlation
coefficient was computed between present-hedonistic and employee engagement after
examining the Figure 5 scatterplot with no outlier or an outlier removed before
calculating the correlation coefficient to satisfy the assumption of no significant outliers
(Laerd Statistics, 2020).

Figure 5. Scatterplot between present-hedonistic and employee engagement
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Pearson's correlation coefficient was computed to assess a relationship between
present-hedonistic and employee engagement (Laerd Statistics, 2020). Table 16 displays
the output resulting in r(130) = .28, p = .001. According to Cohen (1988), a correlation
value between .10 and .29 indicates a small or weak relationship. The null hypothesis
indicates there is no relationship between the two variables. If the p-value is less than the
alpha level (significance level such as .05), reject the null hypothesis and conclude a
relationship exists between the two variables. If the p-value is greater than the alpha level
(significance level such as .05), fail to reject the null hypothesis and conclude no
relationship exists between the two variables (Field, 2013; Laerd Statistics, 2020). The
results indicate significance level was less than .05, thus indicating a significant but small
relationship between present-hedonistic and employee engagement. The significance
level shows it is not likely that the outcome was due to chance since the significance was
less than .05. Because there was a statistically significant relationship, the researcher can
reject the null hypothesis. The result indicates there was an increase in employee
engagement when present-hedonistic increased.
Table 16
Pearson’s Correlation Present-Hedonistic and Employee Engagement
Variables
Present-Hedonistic and Employee
Engagement
**Correlation is significant at 0.01 level.
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r

Sig.

n

.28

.001**

130

Research Objective Six
RO6: Determine the relationship between future time perspective and employee
engagement.
Addressing research objective six involved conducting a Pearson’s correlation
coefficient test to determine a relationship between future time perspective and employee
engagement. Before analysis, the assumption of linearity was tested. The scatterplot in
Figure 6 indicates a positive linear relationship rising from left to right. Pearson's
correlation coefficient was computed between future and employee engagement after
examining the Figure 6 scatterplot with no outlier or an outlier removed before
calculating the correlation coefficient to satisfy the assumption of no significant outliers
(Laerd Statistics, 2020).
Pearson’s correlation coefficient was computed to assess if a relationship exists
between the future and employee engagement. Table 17 displays the output showing that
r(130) =.40, p < .001). According to Cohen (1988), a correlation value between .30 and
.49 indicates a medium or moderate relationship. The null hypothesis indicates there is no
relationship between the two variables. If the p-value is less than the alpha level
(significance level such as .05), reject the null hypothesis and conclude a relationship
exists between the two variables. If the p-value is greater than the alpha level
(significance level such as .05), fail to reject the null hypothesis and conclude no
relationship exists between the two variables (Field, 2013; Laerd Statistics, 2020). The
results indicate the significance level was less than .001, indicating a significant moderate
relationship between future and employee engagement. The significance level shows it is
not likely that the outcome was due to chance since the significance was less than .05
135

(Laerd Statistics, 2020; Field, 2013). The researcher can reject the null hypothesis
because there was a statistically significant relationship (Laerd Statistics, 2020). The
results indicate when future focus increases, employee engagement increases.

Figure 6. Scatterplot between future and employee engagement
Table 17
Pearson’s Correlation Future and Employee Engagement
Variables
Future and Employee Engagement

r
.40

**Correlation is significant at 0.01 level.
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Sig.
.000**

n
130

Research Objective Seven
RO7: Determine the relationships between the orientations of time perspective
and employee engagement.
Addressing research objective seven involved conducting a multiple regression
analysis to demonstrate the strength of association between variables (George & Mallery,
2020). Before analysis, the assumption of linearity associated with the five independent
variables of time perspective and the dependent variable of employee engagement were
tested. The assumption of linearity was not met for two independent variables; pastnegative and present-fatalistic. The two variables were not a fit for the model. Therefore,
the regression analysis reduces the independent variables from five to three.
Before analysis, the assumption of linearity was addressed with the three
independent variables of time perspective and the dependent variable of employee
engagement. According to Laerd Statistics (2015), to assess linearity, visually review a
scatterplot of studentized residuals against the predicted values (Figure 7) and partial
regression plots and with data forming a horizontal band. The assumption of linearity
requires reviewing a scatterplot. The scatterplot data distribution shape was horizontal,
thereby meeting the assumption. To meet the assumption of homoscedasticity requires
inspecting a scatterplot. The assumption of homoscedasticity was met due to the random
scatter rather than a funnel or fan shape (See Figure 7).
The independence of errors assumption indicates for any two observations, the
residuals should be uncorrelated. The testing of the independence of errors assumption
uses the Durbin-Watson test resulting in a value of 1.726. The values can range between
0 to 4, but the values closest to 2 indicate no correlation of residuals. The independence
137

of residuals as assessed by the Durbin-Watson statistic was met (Field, 2013; Laerd
Statistics, 2015).
To determine the normality assumption required visually examining a P-P Plot
and Q-Q Plot (Tabachnick & Fidell, 2013). Laerd Statistics (2015) states that data points
should align along the diagonal line. As shown in Figures 8 and 9, the PP-Plot and Q-Q
plot indicate an approximately normal distribution, meeting normality's assumption.

Figure 7. Scatterplot of residuals to test linearity and homoscedasticity

138

Figure 8. Normal P-P Plot with time perspective predicting employee engagement

Figure 9. Normal Q-Q Plot of Studentized Residuals.
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According to Laerd Statistics (2015), to determine if the regression model meets
the assumption of multicollinearity, review the correlations table, tolerance, and VIF
values. As shown in Table 18, the results indicated no independent variables within the
correlational table were greater than .7. Therefore, the predictor variables show no
multicollinearity. As shown in Table 19, the variance inflation factor (VIF) test in SPSS
measured the correlation between the independent variable of employee engagement and
the three independent variables of time perspective. The VIF indicates “whether a
predictor has a strong linear relationship with the other predictor” (Field, 2013, p.886). A
low collinearity “tolerance value near zero indicates extreme multicollinearity” (George
& Mallery, 2020, p. 220).
Table 18
Correlations
Variable
Employee Engagement
Past-Positive
Present-Hedonistic
Future

EE
1.000
0.396
0.219
0.459

PP
0.396
1.000
0.153
0.283

PH
0.219
0.153
1.000
-0.121

Future
0.459
0.283
-0.121
1.000

Table 19
Variance Inflation Factors for Multicollinearity
Variable
Past-Positive
Present-Hedonistic
Future

Tolerance
.881
.944
.887

VIF
1.135
1.059
1.127

Tolerance values were greater than 0.1, ranging from .881 to .944 (See Table 19).
The assessment of collinearity tolerance levels evidenced no multicollinearity. VIF
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ranges were 1.059 to 1.135 and should not be > 10 (George & Mallery, 2020). Therefore,
the tolerance levels and VIF values indicate meeting the assumption of multicollinearity.
In the data view of SPSS output, the data was sort in ascending order to examine
outliers, high leverage points, and highly influential points. The assumption of outliers
was addressed by no studentized residuals > ± 3.00 by reviewing casewise diagnostics.
Additionally, studentized deleted residual in the SPSS data view did not indicate data
points greater than ± 3. According to Huber (1981), high leverage points propose
leverage values less than .2 as safe. A review of leverage values indicated no leverage
value less than .2. Cook’s Distance test tested highly influential points. The value of
Cook’s Distance had values < 1, hence, the assumption of no highly influential points
was met (Cook, 1977; Laerd Statistics, 2015).
Table 20
Model Summary
R
a

.583

R2

∆R2

SE

0.339

0.324

0.40136

F
21.585

p
.000

Note: F(3,126) = 21.585, p <.001, R2 = 0.34
Note: R = correlation coefficient; R2 = coefficient of determination; ∆R2 = adjusted R2;
F = F statistic; SE = standard error of the coefficient; ρ = significance.

Multiple regression tests whether the independent variables, past-positive,
present-hedonistic, and future, predict employee engagement. The multiple regression
model was statistically significant (R2 = .34, F(3, 126) = 21.585, ρ < .001). As shown in
Table 20, R2 indicated the predictor variables, past-positive, present-hedonistic, and
future, explained approximately 34% of the variance in employee engagement. The
adjusted R² takes into account the sample size variability and the number of independent
variables. The adjusted R² indicated the predictor variables explained 32.4% of the
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variance in employee engagement, adjusting for independent variables that are not
statistically significant within the regression model (Brace et al., 2016; Huck, 2008). The
three independent variables were statistically significant to the prediction of employee
engagement, ρ < .05 (See Table 21). As noted in Table 22, the independent variables,
past-positive, present-hedonistic, and future orientations significantly predicted employee
engagement, β = .24, t(124) = 3.14, ρ = .002; β = .23, t(124) = 3.32, ρ = .002; β = .42,
t(124) = 5.47, ρ < .001, respectively.
Table 21
ANOVA
Model
Regression
Residual
Total

SS
9.635
19.627
29.262

df
3
126
129

MS
3.477
0.016

F
21.585

p
.000

Note: SS = Sum of Squares, df = degrees of freedom, MS = mean square, F = F statistic,
p = significance.

Table 22
Correlation Coefficients
Model
(Constant)
Past-Positive
PresentHedonistic
Future

β

t

p

0.289
0.052

0.242

5.68
3.14

.000
.002

0.133

0.042

0.233

3.132

.002

0.319

0.058

0.419

5.469

.000

B

SE

1.644
0.164

Note: B = unstandardized regression coefficient; SE = standard error of the coefficient;
β = standardized coefficient; t = t-test; ρ = significance.
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Summary
The study’s purpose was to determine the role of time perspective relative to
employee engagement. This chapter presents statistical analysis beginning with preanalysis data assessment of excluded responses, outliers, and participant criteria. The
sample size consisted of 130 participants. Descriptive statistics of participants were
analyzed for frequency of characteristics. Inferential statistical testing indicated normality
assumptions were met. Cronbach’s alpha reports each scale met the acceptable threshold.
Assumptions associate with Pearson’s correlation were tested and met the required
outcomes. Research objectives two through six used Pearson’s correlation coefficient to
determine if a relationship exists between each subscale of time perspective and
employee engagement. The findings indicated significant relationships between
employee engagement and past-positive, present-hedonistic, and future time orientations.
Past-negative and present-fatalistic did not have a significant relationship with employee
engagement. Past-negative had an inverse relationship with employee engagement,
indicating when past-negative increases, employee engagement decreases. Presentfatalistic did not significantly change the dependent variable of employee engagement.
Research objective seven used multiple regression analysis to determine the
strength and association among subscales of time perspective and employee engagement.
Assumptions associated with multiple regression analysis were tested and met the
required outcomes. The predictor variables of time perspective explain 34% of the
variance in employee engagement. Past-positive, present-hedonistic, and future had a
significant relationship with employee engagement, with the future orientation having the
most significant impact.
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The next chapter presents associations between the statistical results and existing
literature. In addition, the chapter offers conclusions and implications of findings, the
study's limitations, and a discussion. Recommendations for future research and
concluding remarks further address the study’s findings.
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CHAPTER V – CONCLUSIONS
This chapter provides a discussion of data analysis results in Chapter IV. The
chapter includes a summary of the study, the findings from statistical tests, conclusions,
and theoretical implications and recommendations. Also, a discussion, the limitations of
the study, and suggestions for future research are presented. The final section consists of
concluding remarks.
Summary of the Study
This study was designed to determine if a relationship exists between employee
engagement and time perspective to examine Kahn’s (1990, 1992) temporal dimension of
engaging or withdrawing personal resources within the work environment. Eligibility to
participate in this research consists of (a) individuals who met the criteria of employment
in the United States, (b) work 35 hours or more per week, (c) 18 years of age or older,
and (d) job tenure of one year or more. Additionally, demographic information of gender
and industry was collected for reporting purposes. Data collection involved using an
online survey through a data collection service, and 130 participants self-selected and
completed the questionnaire. Using the guidelines from Creswell and Creswell (2018),
inferential statistical tests were used to analyze the data, and the researcher drew
inferences, conclusions, and assumptions about the population based on sample
characteristics. The study utilized a correlational research design with a nonrandom,
convenience, and purposive sampling strategy. The surveys employed in the study
consisted of Shuck and Reio’s (2017) Employee Engagement Scale (EES), Zhang,
Howell, and Bowerman’s (2013) fifteen-question version of the Zimbardo Time
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Perspective Inventory (ZTPI-15), and a researcher-developed demographic questionnaire.
The research variables included employee engagement and time perspective.
Findings, Conclusions, and Implications
The literature review in Chapter II supports the findings from this study. Three
findings from statistical testing are presented with associated inferences relative to the
research objectives. Also included are the conclusions and implications of the findings.
The following findings address the study's research objectives relative to
employee engagement and the role of time perspective.
Finding 1.
The degree employees focus on the present moment with a fatalistic perception
has no significant relationship with employee engagement. The degree participants
perceived past experiences as unfavorable lessened their inclination to engage in the work
environment. A present-fatalistic focus contributes the least to employee engagement,
and past-positive orientation diminishes employee engagement.
Conclusion. When employees focus on experiences in the present moment as fate,
their psychological experiences do not positively influence how they perceive their work
environment as they are accepting of circumstances. Their fatalistic interpretation forms a
behavioral intention to take no action. A fatalistic perspective perceives experiences as
unmalleable through their efforts. When employees focus negatively on past experiences,
they unfavorably influence how they perceive their work environment. Their negative
interpretation forms a behavioral intention to withdraw personal resources when
participating in their organizational role.
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Previous research supports this finding. Present-fatalistic perception consists of
high levels of relatively adaptative and non-adaptive coping methods. Present-fatalistic
perspectives choose extremely high emotional coping strategies in conflict situations,
such as self-blaming, suppressing feelings, aggressiveness, and obedience (Bolotova &
Hachaturova, 2013). They also choose non-adaptive behavioral coping strategies, such as
"retreat and avoidance of conflict resolution" (p. 120). A present-fatalistic orientation
utilizes a relatively low level of cognition in proportion to the very high emotional levels
and extremely low behavioral levels. This orientation comprises no effective cognitive
strategies (Bolotova & Hachaturova, 2013). Individuals with a present-fatalistic
perspective focus on their feelings and believe that their future is predetermined with
little thought that actions can influence the situation. In problematic or stressful
conditions, employees think they are the problem or release their emotions on others.
Rather than evaluating and solving a stressful situation, they rely on other people or
accept the circumstance with little ability to make their own decisions. This orientation
does not recognize the benefit of taking action, such as adapting or adjusting, in stressful
situations. The fatalistic attitude leads to inflexible strategies which remain relatively
absent of behavioral deviations. Thus, a present-fatalistic individual does not form
behavioral intentions towards a goal or need (Bolotova & Hachaturova, 2013).
A past-negative perspective comprises the most substantial relationship with
choosing maladaptive coping strategies (Bolotova & Hachaturova, 2013). Maladaptive
coping strategies negatively impact mental health and well-being. Maladaptive methods
prevent an individual’s ability to mentally, emotionally, and behaviorally engage in
stressful situations (Enns et al., 2018; Thompson et al., 2010). Research supports past147

negative orientation as a predictor of maladaptive coping behaviors such as alcohol and
illicit abuse (Chavarria et al., 2015), gambling, lying, and stealing (Aylmer, 2017),
internet and Facebook addiction (Przepiorka & Blachnio, 2016), and perceived stress
(Papastamatelou et al., 2015). The consequences of focusing negatively on the past
include increased stress and tension (Stolarski et al., 2013; van Beek et al., 2011), severe
personality problems, suicidal ideation (Van Beek et al., 2011), and increased risk of
mental and physical illness (P. Zimbardo & Boyd, 2008).
Recommendations. Since a high present-fatalistic orientation does not positively
impact employee engagement, coaching, mentoring, and interventions designed for
employees require tempering its impact (P. Zimbardo & Boyd, 1999, 2008). Presentfatalist orientation is negatively correlated with well-being and must be decreased
(Boniwell et al., 2010). Tempering present-fatalistic intensity includes directing strategies
to guide employees towards self-awareness. The methods involve (a) reducing passive
activities, (b) developing autonomy, and (c) developing responsibility. These methods
acknowledge the available options relative to purposeful choices and emphasize proactive
rather than reactive behaviors (Boniwell et al., 2014; Boniwell & Osin, 2015; P.
Zimbardo & Boyd, 1999, 2008). Additional steps include motivational interviewing.
Boniwell and Osin (2015) provide a list of interview questions. For example, “what
assumptions are you making?” or “why do you do this?” (p. 460).
Because a past-negative orientation negatively impacts employee engagement,
coaching, mentoring, and interventions designed for an employee with a high pastnegative focus require moderating its impact. Moderating past-negative intensity includes
directing strategies to guide employees towards a past-positive emphasis (Boniwell &
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Osin, 2015; P. Zimbardo & Boyd, 1999, 2008). Organizations should take steps to
moderate the intensity of past-negative orientation for employees by taking actions such
as (a) developing a positive portfolio to periodically review, (b) encourage employees to
spend time with past-positive people and avoiding negative people, and (c) using
expressive writing to help organize thoughts and emotions to find meaning (Boniwell &
Osin, 2015; P. Zimbardo & Boyd, 2008). Boniwell and Osin (2015) and Fredrickson
(2009) contain lists of evidence-based questions to pose while coaching and mentoring
employees.
Engagement strategies that alleviate the negative consequences and examine
systems and structures that promote opportunities to become more psychologically
available at work are essential parts of any approach (Saks, 2006; Ferreira et al., 2018;
Laba and Geldenhuys 2018, Turner, 2020). To personally engage in the work role, one
does not sacrifice their authentic self and employs “coping functions of partial absences”
when experiencing unfavorable situations (Kahn, 1992, p. 333). However, consistently
withdrawing personal resources encourages employees to form intentions such as (a)
leaving the company, (b) failing to perform at a high level, (c) failing to use
organizational citizenship behaviors, and (d) failing to use discretionary effort (Shuck et
al., 2018; Zigarmi & Nimon, 2011). Employees who want to quit may continue to stay
and diminish their well-being, causing the company to “suffer from substandard work”
(Wollard, 2011, p. 528). Organizations should address the high percentage of less than
fully engaged workers' cognitive, emotional, behavioral, and physical needs as they have
the most to gain (Ouweneel et al., 2013; Rastogi et al., 2018; Wollard, 2011). Shuck et al.
(2018) proposes practitioners (a) create optimal work environments by fostering internal
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motivation and (b) gain an understanding of the role of motivation in work. Organizations
should focus on (a) meeting the basic psychological needs of autonomy, relatedness, and
competence, (b) developing supportive managers, and (c) ensuring transparent
communication strategies that occur regularly (Shuck et al., 2018; Zigarmi & Nimon,
2011).
Finding 2.
Past-positive, present-hedonistic, and future orientations have a relationship with
employee engagement. The degree participants perceived past experiences as favorable
moderately increased their inclination to engage in the work environment. The degree
participants focused on the present moment for hedonistic reasons indicates a slight
increase in one's inclination to engage at work. The degree one focused on the future
showed a moderate rise in one's propensity to engage at work.
Conclusion. The findings indicate past-positive, present-hedonistic, and futurefocused interpretations form a behavioral intention to engage personal resources towards
organizational initiatives. When employees focus positively on their past psychological
experiences, they are more likely to perceive their work environment favorably. When
employees focus on hedonistic experiences in the present moment, their psychological
experiences of pleasure and enjoyment have a small positive influence on favorable
perceptions of their work environment. When employees focus on psychological
experiences with a future perspective, the findings indicate that their future-focused
interpretation forms a behavioral intention to engage personal resources in their
organizational role.
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Previous research supports that a high presence of past-positive, moderately high
present-hedonistic, and relatively high future-time orientations are optimal (Boniwell &
P. Zimbardo, 2004; Boyd & P. Zimbardo, 2005; Stolarski, 2016; P. Zimbardo & Boyd,
1999, 2008). The orientations correlate with an overall positive attitude (Alessandri et al.,
2012; Boniwell et al., 2010; Bryant et al., 2005; Mello & Worrell, 2015; SobolKwapinska, 2009; Sobol-Kwapinska & Jankowski, 2016; Zimbardo & Boyd, 2008;
Zimbardo et al., 2012). Employees who report higher positive affect levels are more
likely to be engaged (Hazelton, 2014; Macuka, 2018; Shuck, 2019). Employees who
experience favorable affect draws from a broader range of behavioral responses (Bailey
et al., 2017; Catalino & Fredrickson, 2011; Dunkley et al., 2014), and positive
psychological resources motivate individuals to adapt to demands by outlining the
circumstances more positively (Rabenu & Yaniv, 2017).
The cyclical psychological process of an employee becoming engaged involves
adapting or adjusting to the environment through a proportionate use of cognitive and
emotional energy informing behavioral intention to engage or withdraw personal
resources at work (Christian et al. 2011; Kahn, 1990, 1992; Lewin, 1943; Nimon &
Zigarmi, 2015; Saks & Gruman, 2014; Shuck & Reio, 2011; Shuck, Adelson, & Reio,
2017; Shuck, Osam, et al. 2017; Shuck, 2019). The past-positive orientation consists of
moderate emotional and behavioral effort but less cognitive effort. Additionally, the pastpositive direction indicates highly adaptive coping strategies and productive coping
methods within the work environment (Bolotova & Hachaturova, 2013). Positively
exhibiting a higher emotional intensity creates a willingness to invest emotionally toward
a positive organizational role (Shuck, Adelson, & Reio, 2017). For employees with a
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positive focus on the past, their time orientation emphasizes moments of intensely
positive emotional experiences (Bolotova & Hachaturova, 2013). The strength of positive
emotional efforts directs behavioral intentions in a direction that positively affects
performance, business results, and well-being (Shuck & Reio, 2011). In stressful
conditions, an individual’s past-positive focus remains optimistic, through a belief they
can manage the situation successfully (Zimbardo & Boyd, 1999, 2008).
Individuals with a present-hedonistic focus use moderately high behavioral and
less cognitive and emotional intensity. The proportionate efforts indicate high adaptive,
relatively adaptive, and low nonadaptive coping strategies that demonstrate somewhat
productive handling of situations within the work environment (Bolotova & Hachaturova,
2013). A present-hedonistic direction focuses intensely on the present moment towards
enjoyment and excitement with no future consequences, or non-adaptive emotional
methods include avoiding the problem to evade the discomfort of an immediate situation
(P. Zimbardo & Boyd, 1999, 2008). However, present-hedonistic orientation correlates
with optimism, positive relationships with others, satisfaction with life, and positive
moods (Stolarski et al., 2014) and chooses optimism as an adaptive coping tool in
momentary situational challenges (Bolotova & Hachaturova, 2013).
Employees with a future orientation comprise extremely high cognitive, moderate
behavioral, and little emotional intensity. The proportionate efforts consist of enormously
high adaptive, little relatively adaptive, and minimal nonadaptive coping strategies that
demonstrate very productive managing of situations within the work environment
(Bolotova & Hachaturova, 2013). These individuals choose coping self-control strategies
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to solve problems, which sometimes requires withdrawing for a short time to determine a
rational behavior response (P. Zimbardo & Boyd, 1999, 2008; P. Zimbardo et al., 2012).
Recommendations. Coaching, mentoring, and interventions designed for an
employee with a past-positive orientation should consider an extremely high level of
positive emotions makes it difficult to detach from problems requiring changes or
reactions (Oishi et al., 2009). Additionally, this orientation may suppress employee
emotions rather than reconstructing negative perceptions, thus decreasing authenticity
(Gross & John, 2003; P. Zimbardo & Boyd, 2008). Past-positive views in the excess keep
employees stuck in the past, basing their decisions and actions on memories rather than
the present experience. They prefer not to leave the comfort and sense of security
provided by a positive past focus (P. Zimbardo, Clements, & Leite, 2017).
The engagement literature cautions being overly engaged relative to extreme
levels as this can be detrimental and leads to emotional exhaustion, work-life imbalance,
workaholism and may lead to burnout (George, 2011; Imperatori, 2017; Korner et al.,
2012; Macey & Schneider, 2008; Moeller et al., 2018; Purcell, 2014; Schaufeli et al.,
2008; Van Beek et al., 2012; Welbourne, 2011). Organizations should emphasize to
employees to avoid being overly engaged by (a) ensuring work hours are reasonable
along with breaks, (b) encouraging taking vacation time, and (c) providing a safe
environment for employees to use their voice to maintain their authentic self (e.g.,
Imperatori, 2017; Shuck, 2019).
Being engaged includes thoughts of the past and future in assessing the current
situation (Kahn, 1990, 1992; Shuck, 2019). Coaching, mentoring, and interventions
designed for employees with very high present-hedonistic orientation focus on the
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present underutilizing the past and future aspects. Strategies for organizations to
emphasize consist of moderating the present level of intensity with holistic presence.
Holistic presence requires understanding in the present moment the connection of the past
thoughts and future expectations and how they contribute to the current situational
moment (Boniwell & Osin, 2015; P. Zimbardo & Boyd, 2008). Additionally, coaching
and feedback tips include intervention practices for the employee such as (a) delaying
gratification, (b) building future visions by marking future dates in an easily seen as a
daily reminder, (c) making a list of personal goals, and (d) reducing the overcrowded
present by only choosing the most meaningful and enjoyable things (Boniwell & Osin,
2015; Kazakina & van Beek, 2017; P. Zimbardo et al., 2012; P. Zimbardo & Boyd,
2008).
Although a future-focused orientation impacts employee engagement more
positively than other orientations, employees may overuse their future perspective.
Coaching, mentoring, and interventions designed for an employee who overuses a future
focus require moderating its impact (Boniwell et al., 2015; P. Zimbardo & Boyd, 1999,
2008). Moderating future intensity includes directing strategies to guide employees
towards the present moment (Boniwell & Osin, 2015; P. Zimbardo & Boyd, 1999).
Organizations should moderate the intensity of future time orientation for employees by
taking actions such as (a) ensuring the employee understands the connection of future
expectations that contribute to the perception of the current situational moment (P.
Zimbardo & Boyd, 2008), (b) clarifying life priorities and personal goals, and (c)
prioritizing self-regulation, (d) doing less by discarding items at the end of the to-do list,
(e) lessening obligations and commitments, (f) making conscious choices of what gets
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done, and (g) practicing saying no (Boniwell et al., 2014; Boniwell et al., 2015, P.
Zimbardo & Boyd, 2008)
Finding 3.
Past-positive, present-hedonistic, and future orientations predict employee
engagement. Future time orientation contributes the strongest impact in predicting
employee engagement. The second strongest impact contributing to the prediction of
employee engagement is the past-positive orientation followed by present-hedonistic.
Conclusion. Employees are motivated to engage in their organizational role when
they focus positively on the past, concentrate on future goals and needs, and meet their
present hedonistic needs. Thus, the findings indicate that an employee's interpretive focus
on the future, positive memories of the past, and present-hedonist desires are more likely
to form behavioral intentions to engage personal resources towards organizational
initiatives.
Previous research supports the finding. Studies on time perspective show life
experience predominantly “affects one’s ability to cognize, derive motivation, or be
emotionally affected by a particular time frame” (Lasane & O’Donnell, 2015, p. 13). The
strength in each orientation influences the overall time perspective (P. Zimbardo & Boyd,
1999). For example, future orientation can lessen the non-adaptive present-hedonistic
coping methods; therefore, maintaining healthy present-hedonist behaviors (Stolarski,
Fieulaine, & Van Beek, 2015). Another example is that a very high future orientation
hinders experiencing the present moment as they consider it a waste of time. Balancing
time perspectives according to situational moments is optimal in adapting and adjusting
to the workplace and individual success (Boyd, & P. Zimbardo, 2008).
155

An optimal time perspective consists of low scores on the past-negative and
present-fatalistic and moderate to high scores on the past-positive, present-hedonistic, and
future-time perspectives scale (Boniwell & P. Zimbardo, 2004; Boyd & P. Zimbardo,
2005; Stolarski, 2016; P. Zimbardo & Boyd, 1999, 2008) and correlates with an overall
positive attitude (Alessandri et al., 2012; Boniwell et al., 2010; Bryant et al., 2005; Mello
& Worrell, 2015; Sobol-Kwapinska, 2009; Sobol-Kwapinska & Jankowski, 2016;
Zimbardo & Boyd, 2008; Zimbardo et al., 2012). Other time perspective research of
temporal profiles on the interrelatedness between the orientations supports this study’s
findings. The optimal time perspective consists of low scores on the maladaptive
orientations of past-negative and present-fatalistic, high scores on the more adaptable
orientations of past-positive and future, and moderate level on present-hedonistic
(Boniwell, 2010; Drake et al., 2008; Sircova & Mitina, 2008; van Beek et al., 2011; P.
Zimbardo & Boyd, 2008; P. Zimbardo et al., 2012).
Engagement research supports employee engagement as a positive psychological
state using proportionate cognitive, emotional, and behavioral aspects in psychologically
adapting and adjusting to cope with perceptions of internal and external conditions. The
employee’s goal is to stay as close to their authentic self as possible within the
organizational environment to maintain well-being (Kahn, 1990, 1992; Shuck 2019).
Bolotova and Hachturova’s (2013) study indicated the proportionate use of cognitive,
emotional, and behavioral intensity determined one’s choice of coping strategies. Pastpositive, present-hedonistic, and future orientations predict employee engagement.
Research supports that each orientation comprises highly adaptive and relatively adaptive
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coping strategies' for cognitive, emotional, and behavioral choices (Bolotova &
Hachaturova, 2013).
Recommendations. Organizations cannot rely on external strategies alone without
including the unconscious subjective experiences of employees (Eldor et al., 2017;
George, 2009; Morgan, 2017; Shuck, Adelson, & Reio, 2017). As a subjective
experience, employee engagement does not physically manifest as behavior but
psychologically forms as an intention to take action in a specific direction towards
meeting needs and goal attainment (Shuck, Adelson, & Reio, 2017; Shuck & Wollard,
2010).
Employee engagement is grounded in positive psychology (Bailey et al., 2015,
Kahn, 1990). The design of positive psychological interventions promotes positive
emotions, behaviors, or thoughts to enhance well-being and positive development
(Catalino et al., 2014; Layous et al., 2014; Parks & Biswas-Diener, 2013). The purpose of
time perspective interventions is to pursue positive functioning (Boniwell & Zimbardo,
2004).
Human capital interventions provide knowledge through training and are critical
in stimulating positive behavior in individuals (Otoo, 2019). However, to deliver the
benefits of an engaged workforce, it needs to be explicitly integrated by immersion and
embedding employee engagement throughout the organization (Guest, 2014). Systematic
awareness and purposeful attention to the psychological concept of the past, present, and
future can create an immersion throughout the organization for employees, managers, and
leaders (Kazakina & Van Beek, 2017).
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Prior research suggests strategies that inform practice (Boniwell et al., 2014;
Shuck, 2019). Employee engagement relates to the individual need whereby individual
differences play a significant role in determining an employee’s potential level of
engagement. Thus, the psychology of the individual is a critical consideration. Suggested
strategies from prior research (Bolier et al., 2013; Boniwell et al., 2014; Boniwell and
Osin, 2015; Ghosh et al., 2019; Kazakina & van Beek, 2017; Saks, 2017; Turner, 2020)
suggest managerial leaders should implement taking actions such as (a) introducing time
perspective to the employee, (b) advising the employee of the free time perspective
survey available on the Time Paradox website, (c) discussing the results with the
employee allowing them to evaluate and interpret the findings themselves, (d) identifying
the employee’s profile to initiate further coaching, mentoring, or training, (d) promoting
the need for self-awareness of employee time perspective, (e) pointing to the employee’s
future through career mapping and pathing, (f) preparing leaders and managers to have
empowered and future-focused one-on-one conversations, (g) taking time to listen and
talk with employees throughout the organization, (h) elevating learning and development
strategies for all levels of employees, (i) placing emphasis on well-being and the
acknowledgment of the manager’s role as critical to success, (j) meeting the needs of
employees and the organization, (k) raising awareness of their time perspective and
understanding strategies to coach or mentor relative to one’s own time perspective and
the employee’s time perspective, and (l) ensuring interventions are repeated many times
over a sustained period.
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Discussion
This study’s framework consists of human capital, field, time perspective, and
employee engagement theories. The findings indicate implications relative to the
theoretical approaches. The engagement literature generally addresses personal
engagement and disengagement as separate constructs. However, Kahn’s (1990) seminal
engagement study describes an individual’s behavior as a mixture of both. Additionally,
Wollard (2011) proposed that research examine employee engagement as a range of fully
engaged and temporarily disengaged.
This research aligns with the idea that employee engagement consists of a mixture
of employees engaging and disengaging from their work role to protect and defend their
authentic selves. Kahn (1992) describes the process of engaging or disengaging in a
situational context as having a temporal dimension. This research indicates that the
temporal dimension of an individual’s time perspective predicts engaging or withdrawing
personal resources, explains how the psychological process of becoming engaged occurs,
and its practical applications.
Limitations of the Study
Limitations clarify the scope of the research project and include certain aspects of
the study that may negatively affect the ability to generalize the results to the sample
population and remain out of the control of the researcher, such as limitations reflected in
the methodology, sample, and responses (Roberts, 2010). Three limitations exist for this
study. First, the correlational methods used in this study examines the relationship
between employee engagement and time perspective. According to Stangor (2015) and
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Jhangiani et al. (2019), the findings of a correlational study indicate a relationship but do
not confirm causality. The research did not investigate alternative explanations, such as
economic conditions, organizational restructuring, or an individual’s promotions relative
to career paths within the company. The non-experimental, cross-sectional, correlational
design, where data collection occurred at a single point in time, provided only a static
picture and could not explain a causal relationship (Stangor, 2015).
Second, the study’s use of purposive sampling and the participants' self-selection
limits the results' generalizability to other situations or the entire population. The
purposive sampling technique involves selecting participants for the sole purpose of a
participant's qualities. Individuals who met the eligibility requirements and did not
participate may have different responses than those who participated in the survey
(Etikan et al., 2016). Additionally, the subjective measures of self-selection may limit
generalizing findings to the sample population. Volunteering to participate in the study
perpetuates the possibility of selection bias. Unlike conventional samples, researchers
cannot randomly select from the target population while using MTurk, thus posing a
threat to external validity (Cheung et al., 2017; Clifford & Jerit, 2014).
Third, the participants were anonymous and prevented the researcher’s ability to
verify eligibility. The online survey required participants to answer eligibility questions,
and the researcher relied on their honesty. Anonymous surveys intend to increase honesty
but remain a limitation when using online surveys (Shadish et al. 2002).
Recommendations for Future Research
Shuck et al. (2017) point out that engagement literature contains mixed evidence
of gender differences in how men and women experience their work differently and the
160

working context. Time perspective research indicates over time, people’s perspectives
can change. Future research between employee engagement and time perspective should
include gender and the various age groups in order to compare over time.
Research recommends there is an under-reliance on qualitative studies and so
much of the documented research is primarily survey-based (Bailey et al., 2017; Shuck,
2019). Because employee engagement involves how employees think, feel, and intend to
behave, a mixed-methods approach would capture an employee’s comprehensive
employee engagement experience. Additionally, since becoming engaged and time
perspectives are not a static process, longitudinal studies should be conducted to capture
the ebbs and flow of fluctuations relative to engaging and withdrawing personal resources
relative to employees' time perspectives.
Concluding Remarks
The purpose of this study was to determine if a relationship existed between
employee engagement and time perspective. The data collection from 130 MTurk
participants consists of those who work in the United States, work 35 hours or more per
week, and have been in their current position for one year or more. The research surveys
include the Employee Engagement Scale (EES) and the shortened 15-question Zimbardo
Time Perspective Inventory (ZTPI-15). The correlational analysis of the time orientations
revealed that future, past-positive, and present-hedonistic positively correlate with
employee engagement. Present-fatalistic had no relationship with employee engagement,
and past-negative focus diminishes employee engagement. The multiple regression
analysis indicated predictor variables of past-positive, present-hedonistic, and future
orientations explained 34% of the variance in employee engagement.
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This study focuses on the human capital psychological perspective that prioritizes
internal resources in explaining individual outcomes rather than the environment. The
study examines an individual’s time perspective’s role in defining how an individual’s
perception of the work setting forms and shapes behavioral intention to take positive
actions within their work role. Time perspective influences employees’ perceptions of the
work environment as a personal resource, thus providing vital information when
developing employee engagement initiatives. Although additional research is necessary,
the study provides practical applications to understand and direct one’s time perspective
to reflect a more positive and flexible outlook to influence employee engagement.
Leaders who desire an engaged workforce should embed engagement strategies that
consider the subjective aspects of an individual’s time perspective.
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